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1

LIST OF ABBREVIATIONS, ACRONYMS, SYMBOLS AND DEFINITIONS
Abbreviation / acronym / symbol

Definition

&

And

§

Section

CEDAW

Committee on the Elimination of Discrimination against
Women

D

Deliverable

DoA

Description of Action

DBM

Decision Making Bodies

EC

European Commission

ECTS

European Credit Transfer and Accumulation System

EIGE

European Institute for Gender Equality

EPWS

European Platform of Women Scientists

GEP

Gender Equality Plan

HHRR

Human Resources

HM

High Management

HR

Human Resource

H2020

Horizon 2020 Programme

OHCHR

Office of the United Nations High Commissioner for Human
Rights

RPO(s)

Research Performing Organisation(s)

RFO(s)

Research Financing Organisation(s)

SME

Small Medium Enterprise

STEM

Science Technology Engineering Mathematics

T

Task

WP

Work Package
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2

EXECUTIVE SUMMARY

The deliverable aims at identifying existing practices and best practices related to gender equality in
research related organisations, targeting all types of employments and, in particular, all stages of the
research career, from early ones to the management and decision levels.
The review has been focused on practices functional to the R&I PEERS project, in order to be useful for
the R&I Peers piloting organisations to improve their organisational policies and adequate better their
strategies for achieving gender balance.
The findings have been clustered and collected following the taxonomy of strategies and indicators
identified in Work Package 3 (D3.2 and D3.3, respectively). The present research has also been built
around the concrete targets and preliminary priorities identified by our piloting partners, which were
collected extensively in Deliverable 3.1 “Analysis of Country Guidelines”, and briefly compiled below:


Work-life balance



Mentoring



Gender dimension in research and curricula



Gender balance within the organisation (in committees, research teams, job offering and recruitment
panels, decision-making bodies, high management teams)



Gender sensitive language in organisation’s documents



Female researchers’/staff career and excellence (and career progression)



Raising awareness of gender equality within organisations

These seven preliminary priorities have been taken into full consideration in the selection and analysis of
the existing practices and gender policies.

R&I PEERS - GA n° 788171
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3
3.1

SCOPE AND STRUCTURE OF THE DELIVERABLE
OBJECTIVES

This Deliverable D6.2 is the consequence of the activities carried out under T6.2, which is fully
interconnected to WP3, especially T3.1 and T3.2, upon which this deliverable has been developed.


T3.1 Evaluation of GEPs targets against the Country Guidelines (lead by ZRC SAZU partner): Obtaining
relevant information on the framework variables (cultural, legislative, political and economic) which
may affect gender equality in research at each piloting partners ‘country.



T3.2 Complete definition of GEP improvements strategies (lead by ZRC SAZU): Defining the list of
potential strategies to be applied by our piloting organisations for improving their customised GEPs.

Based on the taxonomy of preliminary targets and indicators identified in T3.1 and T3.2, task 6.2
identified and investigated the gender equality policies, gender equality plans, and best practices already
implemented and carried out by other RPOs and RFOs. The final aim of such review work was to produce
a deliverable which can serve as a guide for the improvement of the organisational policies and gender
balance strategies of the R&I PEERS piloting organisations.

3.2

STRUCTURE OF THE DELIVERABLE

This deliverable is divided into five main sections. After presenting the executive summary and the scope
and structure of the deliverable (section 2 and 3), section 4 presents the research methodology used to
investigate and find the practices. This section also explains the criteria used to actually select the
presented practices among the several found. The following section, § 5, collects the selected practices
and it is sub-divided into the seven target areas or categories of interest for the R&I PEERS piloting
organisations, identified in WP3. Under each category three specific practices are showcased. Section 5
is followed by the conclusions of the document, i.e. section 6, and section 7, which contains the
references used in this work.

R&I PEERS - GA n° 788171
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4

CRITERIA FOR SELECTING AND REVIEWING GENDER EQUALITY POLICIES AND
GOOD PRACTICES

4.1

STARTING POINT TO PRODUCE THE DELIVERABLE

The research to write this review was started being built, using as a roadmap, the defined GEP target
areas for all seven-piloting partner organisations identified in T.3.1, and shown in the table below.

GEP target areas (broad)

UNISA

CIC
nanoGUNE

MIGAL

CNTI

ZRC
SAZU

ANPR

GSGE

Work/life balance
Mentoring
Gender dimension in
research and curricula
Gender balance
(committees, research
teams, job offering &
recruitment pannels,
HM, DMB)
Gender-sensitive
language in
organisation’s
documents
Female
researchers’/staff career
(progression) and
excellence
Raising awareness of
gender equality within
the organisation

4.2

SELECTION OF POLICIES

As defined in T6.2, the first findings reviewed were those of the Garcia Project -Gendering the academy
and research: combating career instability and asymmetries (2014-2017). For a more comprehensive
study, the review was extended to other European funded projects that had a similar scope:


PLOTINA — Promoting gender balance and inclusion in research, innovation and training (20162020): www.plotina.eu



EGERA — Effective gender equality in research and the academia (2014-2017): www.egera.eu

R&I PEERS - GA n° 788171
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4.3



INTEGER — Institutional transformation for effecting gender equality in research (2011-2015):
http://www.integer-tools-for-action.eu/en



GENOVATE — Transforming organisational culture for gender equality in research and innovation
(2013-2016): www.genovate.eu



FESTA — Female empowerment in science and technology academia (2012-2017): www.festaeuropa.eu



GENDER-NET — Promoting gender equality in research institutions and the integration of the
gender dimension in research contents (2013-2016): www.gender-net.eu



GENERA — Gender equality network in the European research area (2015-2018): http://generaproject.com



LIBRA — Leading innovative measures to reach gender balance in research activities (2015-2019):
http://www. eu-libra.eu/



STAGES — Structural change toward
http://www.projectstages.it/index. php/en/



TRIGGER — Transforming institutions by gendering contents and gaining equality in research
(2014-2017): www.triggerproject.eu

gender

Equality

in

science

(2012-2015):

SELECTION OF GOOD PRACTICES

The criteria for good practices have been already defined by EIGE1, and here, followed to select the
practices presented in this document. According to EIGE, a practice can be considered a ‘practice with
potential’ if it fulfils the following five requirements:
1. Works well, this is, that ensures:
a. Relevance, meaning that the objectives are in line with beneficiaries’ gender-equality
priorities and needs.
b. Efficiency, meaning that the minimum necessary amount of resources (funds, time,
expertise, etc.) have been used to produce the desired results.
2. Transferability, this is, that ensures:
a. Effectiveness, meaning the set objectives have been reached and the beneficiaries are
able to take advantage of the changes.
b. Impact, meaning significant increase in gender equality can be proved by the
organisation using the practice.
3. Learning potential, meaning the practice is a tool to expand the knowledge, capacity and skills
of the practice’s users.

1

EIGE’s approach to good practices https://eige.europa.eu/gender-mainstreaming/good-practices/eige-

approach
R&I PEERS - GA n° 788171
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4. Gender perspective, meaning effective achievements in terms of gender equality within the
applying organisation can be proven and documented as evidence.
5. Sustainability, meaning the practice is embedded within a wider gender mainstreaming strategy.
This can guarantee a structured methodology and continuity over time and possible funding in
the longer run.

4.4

INFORMATION COLLECTED FOR EACH PRACTICE

During the collection and review of practices, the relevant points of each of them to be considered as
part of the study were three:
General information of the practice: Title of the practice, name of the organisation implementing the
practice, type of organisation (university, research institution, company, etc.), country of the
organisation.
Specific information of the practice: Main objective of the practice, time frame during which the practice
was executed, beneficiaries and persons involved in the practice, type of tools used within the practice,
steps or methodology used in the practice, and extra information, i.e. awards received, specific benefits,
etc.
Evaluation of the practice: to conclude, each practice was critically evaluated according to the EIGE
criteria, listed and explained in section 4.2 above.

R&I PEERS - GA n° 788171
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5

SELECTED GENDER EQUALITY PLANS, POLICIES AND BEST PRACTICES
FOCUSING ON PILOTING PARTNERS TARGET AREAS

5.1

WORK-LIFE BALANCE

This criterion covers aspects that stimulate an enabling working environment in which all individuals,
independent on their gender, can thrive in their jobs and enjoy equal opportunities to develop their
careers and have fulfilling lives. This thematic area covers issues such as: maternity / paternity / leave
provisions, childcare provisions, gender-sensitive communication, etc.

5.1.1 Work/life balance at Slovenian Academy of Sciences and Arts
General information
Title
Organisation

Type of organisation
Country

The work/life balance policies and practices at the research centre of the
Slovenian Academy of Sciences and Arts (ZRC SAZU).
Fran Ramovš Institute of the Slovenian Language at ZRC SAZU (SHH
department) and the Department of Agronomy at the Biotechnical Faculty,
University of Ljubljana (STEM department).
University
Slovenia

Specific information
Aim of practice
Time Frame
Beneficiaries
Tools used

Steps and procedures
followed to implement
tools

Description, benefits,
comments

R&I PEERS - GA n° 788171

Analysing the success of implemented policies related to work-life
balance, with a sensitivity to gender issues at the subject organisations.
Ongoing
Researchers/faculty at the organisations, including both stayers and
leavers.
Main tools used for the study of the effectiveness of implemented policies
were examination of policies and interviews to affected faculty members
and researchers to gather their experiences and perceptions.
 Analysing main policy documents related to work-life balance at
national and organisational level, including collective agreements,
working hour regulations, regulations regarding maternity leave, paid
annual leave, and trade union initiatives and adding data from
institutional accounting offices.
 Analysing the interviews of faculty members and researchers.
Interviews are revealing differences in the impact of the measures in place
on the various interviewees, depending upon whether they were SSH or
STEM, in a permanent and stable position or not, whether they had to take
care of others, and of course gender. Clearly, there were differences
depending upon the status of the interviewee and that interviewee’s
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internalised expectations and implicit beliefs, which were usually gender
oriented.

Evaluation
Works well

 Generally, the various policies that were in place worked well subject
to what appears to be a normal insecurity of employees in taking
advantage of these benefits. For example, regarding parental leaves,
males were much less likely to take advantage of the policy than
females, and females felt that that leaving impacted negatively in
their career.
 In taking flexible forms of work, males did not use the service, and
females did it so primarily because they have more home-related and
caring responsibilities than males. The same applies with regard to
flexible working hours and part-time work. There are also differences
between temporary researchers and those with permanent jobs, as
job insecurity affects the former.
 Unbalanced career progression of females continues to appear, since
their production at work is less as a result of their responsibilities at
home.

Transferability

Learning potential
Gender perspective

Sustainability

R&I PEERS - GA n° 788171

The results of this study seem to be very much in line with other studies
that were evaluated, and the lessons learned are certainly something that
can be passed along and incorporated into other studies going forward.
This program shows that although policies are successful, there is still a
long way to go to achieve gender equality.
The stereotype that females must take care of their families, leaving career
aside persists. Conversely, males must give priority to their research and
work. This approach creates a professional inequity.
The policies implemented are very sustainable, however they require
adjustments to alleviate some of the inequalities in the workplace that
exist as a result of the inequalities that exist at home. Education will be the
key to promote the cultural change.

Page 12 of 47

D6.2 - GE policies and best practices
Dissemination level – [PU)

5.1.2 Elsie Widdowson Fellowship Award
General information
Title
Organisation
Type of organisation
Country

Elsie Widdowson Fellowship Award
Imperial College London
University
United Kingdom

Specific information
Aim of practice

Time Frame
Beneficiaries
Tools used

Steps and procedures
followed to implement
tools
Description / benefits/
comments

The purpose of the Elsie Widdowson Fellowship Award is to allow female
academics to concentrate fully on their research work upon returning from
parental leave. The award allows the Department / Division to release the
academics from any teaching or admin duties in order to concentrate fully
on research.
1998 - Present
Lecturer, Assistant Professor, Senior Lecturer, Associate Professor, Reader,
and Professor
Financial award/ fellowship
Releasing the academics from teaching and admin duties to focus on
research
The Elsie Widdowson Fellowship Award is an important component of the
College’s family-friendly policies and is open to eligible female and male
staff by relieving the academics from any teaching or admin duties in order
to facilitate them concentrating fully on research.
The Award provides central funding for 50% of the salary costs for a period
of 12 months, so there is no financial loss for the department.

Evaluation
Works well

Transferability
Learning potential
Gender perspective

Sustainability

R&I PEERS - GA n° 788171

The Elsie Widdowson Fellowship creates the space and time for females
and males to starting/ or continuing work on major research grants, by
focusing on supervising existing PhD students, journal paper production,
proposal writing, etc. Facilitating the advancement of their research career
and future opportunities.
Since the practice is a financial award, the case is highly transferable to any
department or faculty.
The practice opens the door for conciliation of both genderst which could
be difficult, otherwise.
Overall, the fellowship is critical for providing support and flexibility
needed that enables parents to balance an academic career with family
life.
This program is sustainable as long as there is a funding source. In this case,
the highest level of the University is endorsing it.
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5.1.3 Fathers time off
General information
Title
Organisation
Type of organisation
Country

Encouraging SMEs to give fathers time off with their kids
Abz* Austria
Non-profit Organisation
Austria

Specific information
Aim of practice

Time Frame
Beneficiaries
Tools used

Steps and procedures
followed to implement
tools

“Develop a new company culture that enables and encourages males to
take paternal leave” to increase awareness of the exitance of the permit
and the involvement of males in the process of achieving gender equality.
2011-2012 (one year)
Management staff, parents, SMEs
Workshops
Income based childcare allowance
Creating network and group work opportunities
Small discussion groups
 Workshops providing important information about legal framework
and fields in which companies can act and where to get additional
information, providing examples and new perspectives.
 Discussion groups involving management staff as stakeholders to
spread message, while involving male participants interested in
paternal leave and offering positive attitudes on fatherhood. The
discussion groups are tailored to requested information and solving
needs of one specific group, namely SME decision makers and
employees.
 Involve male employees and management in hopes to change
workplace culture and educating participants about the
advantage/responsibility of taking paternal leave.

Description / benefits /
comments

This program was positive for creating a better life-balance between work
and family. It also had a direct effect on conciliation of work/life for
females thanks to a greater involvement of the fathers.

Evaluation
Works well

Transferability
Learning potential

R&I PEERS - GA n° 788171

The practice is efficient as it is promoting changes to conciliate home/work
by involving all the employers and creating a culture that encourages
males taking paternal leave.
Yes, transferable. Other businesses can learn from the successes and the
mistakes of the project.
Can be used as an example of how institutions, companies and
governmental organisations can conduct programs to promote a greater
life/work balance through education, which will bring cultural change.
Page 14 of 47
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Gender perspective

Sustainability

The feedback revealed the need of many changes to promote paternity
leave – which should serve to improve also maternity leave. Companies
will need to maintain continuing programs, devote resources, and use
experts to attain their goals. The fathers should shift their mind-sets to
take paternity leaves.
 High sustainability if well implemented.
 The article is silent regarding additional allocated funds but makes it
clear that investment will be required to continue devoting human
resources to the project and to adjust for the expenses created by
more employees taking paternal leave.
 The cooperation between the stakeholders (governmental agencies)
and employers as well as male managers agreed upon can ensure
continuity of the measure over time.
 The tools used to encourage paternal leave were workshops,
networking groups, and dedicated human resources personnel that
allowed the end users to obtain assistance and information.

5.2

MENTORING

Mentoring is meant to improve career advancement opportunities, as well as other measures such as
conciliation and other more direct in career progression. Mentoring is especially addressed to early
career women researchers in order to help them advance in highly competitive job market.

5.2.1 Group Mentoring Program
General information
Title
Organisation
Type of organisation
Country

Group Mentoring Programme
Radbound University
University
The Netherlands

Specific information
Aim of practice
Time Frame
Beneficiaries

Tools used

Establishing mentoring programmes for female?? students to the
programs to sensitise mentors to gender issues in work-life balance.
One year
Female students?? who will be assisted and supported by talented women
academics including post-doctoral candidates, assistant professors, and
associate professors.
 Workshops on strategic career planning
 Negotiations

R&I PEERS - GA n° 788171
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 Networking
 Mentor-mentee relationship building
 Sessions with peer mentees
 Workshops for mentors
 Personal coaching of mentees by university career coaches
Steps and procedures
followed to implement
tools

 Selection of female academics to participate as mentors by the
institute/faculty board
 Matching mentors and mentees by HHRR departments in a fashion
that the mentors are not from the same discipline as the mentee in
order to avoid politics
 Exposing Informing? female students about the program and
promoting their participation so that they have access to support and
know where to go for help
 Meetings of the mentoring committee to establish and maintain the
mentoring programme

Description / benefits /
comments

This programme is an expansion of an already existing programme for
females. Its goal is not so much to give career counselling as to
communicate gender sensitivity and to establish an understanding and
provide tools??? of issues that females will deal with as they work their
way up the career ladder.

Evaluation
Works well

Transferability

Learning potential

Gender perspective

Sustainability

R&I PEERS - GA n° 788171

There is no clear indication as to how this programme is working, but it
would appear that it would work well in exposing females to the difficulties
that they will confront and how to deal with them.
If there is an appropriate review of both the successes and deficiencies of
the programme and that is shared, it would be easily transferable to other
educational organisations.
Mentoring has a tremendous potential as a tool for teaching female
students about work-life balance and career progression difficulties in
academia (etc.), as long as proper care is taken in creating the proper
match between mentor and mentee.
This programme can have a significant impact on men and women by
providing a system whereby women are granted greater equality within
the educational community.
The mentoring programme could be highly sustainable as long as it is
institutionalised within the university.
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5.2.2 Web Platform
General information
Title
Organisation
Type of organisation
Country

A web platform
University of Trento
University
Italy

Specific information
Aim of practice

Time Frame
Beneficiaries
Tools used

Recreating informal partnerships that have always occurred in the
workplace making them more available to both females and males by
means of a web platform. The objective was to design, implement, and
asses a mentoring programme oriented towards the creation of a social
environment favouring mentoring relations, intended to provide advice,
information, and opportunities among researchers at different stages of
their careers, online. Particular attention was dedicated to overcome
gender asymmetries, both in the design of the tool and the choice of
mentors.
Unclear
Young female and male researchers at early stages in their career,
particularly in the STEM and SSH departments of the university.
The technologies and theming standards used in the development of the
website are similar to those already used by the university, which would
assist in diminishing the amount of funding necessary, making it more
sustainable and making it easier to manage.

Steps and procedures
followed to implement
tools

1. Desk analysis of online mentoring activities and services
2. Desk analysis of the information regarding PhD student and
postdoctoral research fellows available
3. Identifying the contents to be included in new website
4. Identifying the best strategy to develop through the website a section
focused on career development issues
5. Involving in the website creation internal stakeholders in order to
guarantee visibility and useful content
6. Programming the website and creating it

Description / benefits /
comments

The benefits of this programme are that it makes mentoring universally
available to all students at the university, particularly those in STEM and
SSH departments. It also allows the developers to track down useful
information about activities used in other universities as well as internally
through the desk analysis technique. Online websites are easily accessible
and easily amended overtime.

R&I PEERS - GA n° 788171

Page 17 of 47

D6.2 - GE policies and best practices
Dissemination level – [PU)

Evaluation
Works well

Transferability
Learning potential

Gender perspective

Sustainability

This website concept works well. Firstly, it is available to all students (male
and female) and involves a significant number of stakeholders within the
university. It is bilingual (Italian and English) and interactive.
This programme is easily transferable, since it is a website accessible to all,
as other universities can visit the website and check the activities.
High learning potential. It involves males and females in an interactive
programme. Additionally, it is bilingual and can address issues in people’s
native language. The learning potential is also high for mentors because
they will get consistent feedback through the website.
This website is intended to deal with asymmetry and gender issues and
present them to both males as well as females so that each group can
become aware of the other’s perspective.
High sustainability. The website can be amended regularly as it is on the
university’s website and it can receive comments because it is interactive.
All this allows to incorporate and feed the website with new ideas
continuously. It is clearly a resource that can be kept as a continuous
source of information and dialog between students, mentors, and other
participants.

5.2.3 Self-tailored objectives on mentoring
General information
Title
Organisation
Type of organisation
Country

Self-tailored short-term and long-term objectives on mentoring
University of Ljubljana and the ZRC SAZU, Fran Ramovš Institute of the
Slovenian Language
University
Slovenia

Specific information
Aim of practice

Time Frame
Beneficiaries

Tools used

Developing career mentoring for females designed to encourage young
female entrepreneurs, facilitate their development, and help them realise
their potential with the help of experienced mentors.
Two semesters (one academic year total)
Young female entrepreneurs and the Slovenian academic environment in
general, and young female entrepreneurs in the future who will received
the advice from the trained people.
 Interviews with individuals who know about mentoring in academic
environments
 Seminars on (focus groups) mentoring at test institutions

R&I PEERS - GA n° 788171
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 Presentations and dissemination of results on mentoring (scientific
articles, meetings at various institutions, in national and international
scientific conferences)
 Workshops on mentoring for both, mentors and mentees
 Workshops on promotion criteria for the mentees
Steps and procedures
followed to implement
tools

 Recruiting mentors and mentees for focus group
 Creating a list of addresses of participants for seminars on mentoring
 Preparing an agenda for seminars
 Fixing the datum and venue of seminars
 Create a distribution list
 Implement two seminars???
 Transcription and analysis of the recorded material and evaluation
forms
 Writing a report
 In the long term, preparing and distributing a scientific article and
organising workshops for mentors and mentees about gendered
mentoring

Description / benefits / The concept of “include all” programme is a positive way to promote
comments
females succeeding in the entrepreneurial world, e.g. “high heels club”,
which also contributes to create a networking peer group.
Evaluation
Works well

Transferability

Learning potential
Gender perspective

Sustainability

R&I PEERS - GA n° 788171

While there does not seem to be any statistics, it appears that the concept
of mentoring in a two-way direction whereby mentees can learn from a
group of more than 100 experts would be a positive experience.
Many ideas generated by this programme can be emulated and adjusted
to numerous other programmes. The steps taken in this programme can
be adjusted and simplified and improved upon, to fit numerous other
academic environments (such us ….).
There is a significant potential to learn based on the level of experience of
the mentors, the experts, and the vast knowledge that can be passed on.
From the perspective of a female, having these resources available and
being made aware of women opportunities in the entrepreneurial world
can have an extremely positive impact on young women.
This program will be sustainable so long as it is manageable. The only
criticism would be that there are so many moving parts (100 experts),
which while positive, can ultimately be overwhelming it is also necessary
for this program or any program to have built-in flexibility.
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5.3

GENDER DIMENSION IN RESEARCH AND CURRICULA

Researchers may need to take into consideration the gender dimension in their research projects and
teaching curricula, as gender differences can be an important factor to take into account in the definition
of research and the identification of good solutions to a given problem. Gender differences arise from
the different nature between females, non-male individuals and males, as they encounter different needs
and problems. This need is clear in the field of Medicine, for example. As it is now well known, females
have different responses to medical treatments owing to their much stronger immune system than that
of males.
Hence, for integrating the gender dimension into research and curricula, there is the need of taking into
account the biological characteristics and/or specificities (e.g. differences in the immune system,
physiological differences, etc.), social environment/context we have to life in, and specific needs (e.g.
pregnancy and lactation periods for females) of both females, no-male individuals and males. Hence,
researchers, to be competent, need to be trained about gender issues and aspects, and be also educated
to perform gender-sensitive research, which should better assist them in the design of their research and
considerations for adequate problem solving. Below, interesting information can be found related to this
issue.

5.3.1 PRESAGE
General information
Title
Organisation
Type of organisation
Country

PRESAGE – The political Science case
Sciences Po
University
France

Specific information
Aim of practice

The main objective of PRESAGE is to mainstream a gender perspective in
research and teaching across disciplinary boundaries (History, Economics,
Sociology, Political Science and International Relations), informing about
pedagogical contents in academic curricula (for first degree and
postgraduate level) and lifelong learning activities, as well as enhance the
visibility of gender scholarship. By grouping different research fields,
PRESAGE enables a comprehensive approach to researching gender issues.
Time Frame
2010 - 2016
Beneficiaries
First degree and postgraduate level students
Tools used
Course
Steps and procedures The course is addressed to political sciences students. Gender is the core
followed to implement topic of the course, which intends to challenge the way political science is
tools
taught in political science institutes. It challenges social sciences in general
and more specifically political science through analytical and chronological
stages: unveiling the gender blindness of these academic disciplines and
R&I PEERS - GA n° 788171
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re-thinking the gendered order institutionalised through political science
as a discipline.
The course focuses on these two stages, articulating theoretical and
disciplinary self-reflexivity. It firstly addresses the contentious usages of
gender in political science as a process of normalisation. Secondly, it
questions how these usages sheds a different light on canonical subjects
meant to be legitimate (as parliamentary democracy), but also on the
public-private division, tryptic policy/politics/polity and the interrelation
of sex, gender and race.
Description / benefits / This course has repeatedly received outstanding evaluation from students
comments
(90% of satisfaction). Along with the renowned expertise of the teacher,
the main success factor is the following: this course engages with issues
core to political sciences in a way that challenges the very way how the
discipline was built and is being currently taught in France (and other EU
countries). The gender component is thus meant not only to bring an
added value, but to help rethinking the scope, methods and concepts of
the discipline.
Evaluation
Works well

Transferability
Learning potential

Gender perspective

Sustainability

Grouping different research fields enables a comprehensive approach to
researching gender issues. For example, it is mentioned that ‘approaches
grounded into Economics, Law and History focus on inequalities between
males and females in the professional area, education and private sphere’.
As the teaching is cross-disciplinary, the program can be easily adopted by
other faculties and departments.
This cross disciplinary teaching challenges the very way to rethink the
scope, methods and concepts of the discipline, thus it has a huge learning
value.
Integrating gender in curricula enables a greater awareness amongst
students about gender issues and the relevance of the consideration of
gender in different disciplines.
In order to be sustainable, the programme needs to be endorsed by the
very top of the faculty and embraced by the academics.

5.3.2 Research Network - ALMA Gender IRT
General information
Title

Organisation
Type of organisation
Country

R&I PEERS - GA n° 788171

ALMA Gender IRT - Interdisciplinary Research and Teaching network to
collaborate on gender issues for developing research projects or
embedding gender in the teaching curricula
University of Bologna (UNIBO)
University
Italy
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Specific information
Aim of practice

Alma Gender IRT’s main goal is to create a network of scholars from
different fields in order to promote research and teaching on gender issues
and to advance gender equality within the University of Bologna’s
community, composed of students, academics and other employees.
Time Frame
2015- present
Beneficiaries
Scholars
Tools used
Course, seminars, website
Steps and procedures Alma Gender Integrated Research Team (Alma Gender IRT) is a group of
followed to implement more than one hundred scholars working in twenty-eight departments of
tools
the humanities, social studies, science, technology, and medicine at the
University of Bologna.
The Alma Gender IRT is promoting internal seminars to foster
interdisciplinary dialogue on topics relevant for gender issues. For
example, they organised a seminar on gender in Horizon 2020 calls (April
2016). This seminar was focused on the meaning of the expression “gender
innovation” and on the correspondent funding opportunities.
The Alma Gender IRT aims also at creating a new Alma Gender website,
for collecting information about gender studies and publications
conducted by the members of the network. This website will enable
students to find research and teaching contents regarding gender across
all the Departments, but also get information about events, seminars and
conferences.
Description / benefits / Alma Gender IRT promotes research on gender issues, focusing on how
comments
societies shape, organise, and innovate gender roles, relations, identities,
and representations of gender, and how these factors interact with other
variables such as nationality, ethnicity, sexual orientation, gender identity,
disability, age, profession, religion, economic status, etc.
Evaluation
Works well

Transferability

Learning potential

Gender perspective

R&I PEERS - GA n° 788171

Alma Gender Integrated Research Team is a group of more than one
hundred scholars working in twenty-eight departments of the humanities,
social studies, science, technology, and medicine at the University of
Bologna.
Since the program involves and employs several people, it would first need
to start from a small scale that could eventually be expanded with more
funds.
Alma Gender IRT’s main goal is to create a network of scholars from
different fields in order to promote research and teaching on gender issues
and to advance gender equality within the University of Bologna’s
community of students, teachers and employees, and hence with a very
large impact.
With the aim of translating gender research into an innovative teaching
agenda, Alma Gender IRT’s scholars educate students to promote gender
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Sustainability

equality in society and remove gender barriers which hamper professional
careers.
The programme is obviously supported by the top level of the university
long term.

5.3.3 GEMMA Erasmus Mundus
General information
Title
Organisation

Type of organisation
Country

GEMMA Erasmus Mundus Master’s Degree in Women's and Gender
Studies
University of Granada (coordinator), University of Bologna, Central
European University (Budapest), University of Hull, University of York,
University of Lódź, University of Oviedo and University of Utrecht.
University
Spain, Italy, Hungary, UK, Poland, Netherlands

Specific information
Aim of practice

GEMMA is a joint interdisciplinary, postgraduate programme that provides
high quality academic education for students interested in areas of
Women's Studies, Gender Studies and Equal Opportunities across Europe
and beyond.
Time Frame
2006 - present
Beneficiaries
Postgraduate students
Tools used
Postgraduate programme
Steps and procedures The programme was created as a result of the efforts of several
followed to implement universities working together. It consists of two years of study at two
tools
chosen centres out of the seven prestigious European universities.
The Home University is the university where the student starts the
programme and completes the first year of study, while the Mobility
University is the university where the student completes the compulsory
mobility semester (third semester) in the second year of study. The core
Cluster is composed by 3 core modules that are organised around the
same three modules at all consortium universities (Feminist History;
Feminist Theory; Feminist Methodology).
Master Length: 4 semesters, 2 years full-time, ECTS: 120 (30 per semester)
Description / benefits/ It is a programme of excellence supported by the European Commission
comments
and distinguished as “a pilot project and model in the field of Women’s
Studies and Gender Studies with both a European and global perspective”.
At the end of their studies, GEMMA students obtain a double degree,
issued by the two institutions where they have conducted their studies.

R&I PEERS - GA n° 788171
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Evaluation
Works well

Transferability

Learning potential

Gender perspective

Sustainability

5.4

The programme offers transdisciplinary gender training of English Studies
students with very high standards, many of whom subsequently write PhD
dissertations in the field. Several GEMMA graduates have already obtained
posts in English Departments in Europe.
Being a joint interdisciplinary programme, the practice is transferable to
any university or department if supported by the top level of the
institution.
GEMMA is a joint interdisciplinary programme that provides high quality
academic education and professional competencies for professional and
also individuals intending to work in the specific areas of Women's Studies,
Gender Studies and Equal Opportunities across Europe and beyond. Such
a wide span of options and combinations makes the programme attractive
to students worldwide. Courses are taught by the most distinguished and
highly recognised professors in the fields of research in each one of the
departments involved.
GEMMA is unique in the way it brings together approaches to feminism
from all cardinal points in Europe. The project is a model of excellence in
the field of Women´s Studies and Gender Studies in European and global
perspective”.
Currently the programme of excellence is supported by the European
Commission. But given that this programme is beyond borders, public
funds will probably necessary for sustainability.

GENDER EQUALITY IN DECISION MAKING BODIES

Equal access to a balanced participation in leadership and decision-making structures (both formal and
informal) should be available for all independent of gender. Decision-making itself has to be gendersensitive (or gender-responsive) and hence it should consider gender differences and also aim at
promoting gender equality.

5.4.1 T-GAP
General information
Title
Organisation
Type of organisation
Country

T-GAP: Election for the University Council
Šiauliai University (LT)
University
Lithuania

Specific information
Aim of practice

R&I PEERS - GA n° 788171

The aim was to increase the number of female members at the top
decision-making level, through interventions and change of the University
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election-related processes. The exact objective was to increase females’
representation in the 2014 ŠU’s Council election, by reaching the critical
mass margin of 25%.
Time Frame
2014-2016
Beneficiaries
Highest management staff, researchers, professors
Tools used
Meetings
Consultation
Communication
Performance assessment/ career development advancement
Steps and procedures Considering the striking under-representation of females and non-male
followed to implement individuals, in general, in the council, the ŠU’s Council election tactics and
tools
strategy plan were developed within INTEGER project in order to
encourage a gender-balanced representation of the council. Several
activities were undertaken in order to empower female candidates to
participate in the university’s council elections. Activities included
communication with the highest management staff at ŠU through formal
meetings, consultation with the university lawyer about the possible ways
of increasing the number of female representatives in the council’s
election, participation in the preparation of the election regulations, and a
search for female candidates from ŠU representatives according to criteria
such as loyalty to the university and commitment to implementing gender
equality at the university. The steps were the following:
1. Development of ŠU Council election’s tactics and Strategy Plan via
active local team networking.
2. Appointing the officials, setting activities and deadlines.
3. Informing the Rector and Chair of the Senate about the proactive
action, with regard to the elections and the search for an
enhanced representativeness of females.
4. Detailed analysis of the current regulations related to the Council
election.
5. Consultations with University Lawyer about how to smooth
females representation in the election process.
6. Search for female candidates within ŠU’s internal and external
representatives (stakeholders) and students.
7. Recruitment of female candidates: assistance with the
preparation of standard representative documents (cover letter,
application–questionnaire), moral and technical support, and
lobbying (university community and city).
8. Official recognition of the suggestions from the Centre for Gender
Studies and of the co-opted candidates.
9. Design individual election campaigns for each of the candidates:
image building strategies, publicity and communication.
10. Comparative analysis of the data provided by the candidates:
gender differences, motivation and competence.

R&I PEERS - GA n° 788171
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11. Observation of the election process (inside and outside) and
construction of a management pyramid.
12. Raising awareness through publications on university and city
media.
As a result: the constituted University Council had 4 females elected out
of 11 candidates. Hence, they reached a 36.3% representation, a result
above the critical mass margin (25%) and close to gender balance (40%).
Description / benefits / As a result of these initiative, the number of female members of the
comments
council significantly increased from 0 % in 2011 to 36.3 % in 2014. The 2016
ŠU election campaign strategy, with a holistic approach to gender equality,
has been recognised by the EU institutions and named among the 10 best
in the EU.
Evaluation
Works well

Transferability

Learning potential

Gender perspective
Sustainability

Some approaches to T-GAP planning and implementation tested in ŠU
were successful, some not. Nevertheless, it is important to take into
account the local context, background information, national legal system,
organisational structure and culture of a particular Higher Education or
Research Institutions, etc.
T-GAP implemented in ŠU, as well as designed and piloted actions, can be
used by other Higher Education or Research Institutions, in other Horizon
2020 projects, national projects and programmes.
An important outcome of the practice is an internet-based set of tools,
various templates and guidelines, which can give easy access to whoever
wants to use and apply this knowledge.
This initiative significantly increased the number of females in the council.
Soft measures, knowledge and thorough planning are most important,
which makes it a holistic model that ensures good and long-lasting results.

5.4.2 AKKA Programme
General information
Title
Organisation
Type of organisation
Country

AKKA programme - Attracting more women to academic leadership
positions
Lund University
University
Sweden

Specific information
Aim of practice

R&I PEERS - GA n° 788171

The AKKA programme aimed at raising gender knowledge and awareness
and providing methods and tools for structural change in leadership
positions in order to achieve sustainable gender equality.
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Time Frame
Beneficiaries
Tools used
Steps and procedures
followed to implement
tools

2004- 2014
Management staff, professors
Training programme
In 2004, Lund University launched a gender-integrated leadership
programme (AKKA). Within this programme, leadership was understood
as something that can be learnt and developed, and that focuses on the
individual´s competences, and not on personal characteristics.
From 2004 to 2014, five AKKA programmes have been offered to 150
senior scholars in Lund University (Sweden) (of which 37 were males). The
programme runs over a year with monthly meetings. Main characteristics:
 Initiated and funded by the University
 Support from University: vice-chancellor, faculty deans and
department heads – recommended the programme,
 Led by an academically recognised person (professor) with leadership
experiences and an administrator from HR responsible for gender
equality issues
 Free hands to design the programme
 Competences that could be achieved and developed, while not being
on personal characteristics or gender stereotypes
 The overall concept of the programme: leadership can be learned –
no one is “born” as a leader

Description / benefits / Throughout the years, AKKA has increased the number of females in
comments
leading positions, including top positions (1 deputy vice chancellor, 4
deans, 2 vice/pro deans) contributed to an enhanced visibility of females
as leaders.
Benefits:
 Increased gender awareness in academic leaders – both females and
males
 Provided methods to manage resistance towards gender issues in
academia
 Helped to highlight females as potential leaders – visibility
 Helped to make more females and males interested in taking on a
leadership role
 Helped to establish networks and collaborations for mutual support
 Put women as possible leaders on the agenda

Evaluation
Works well

Transferability

R&I PEERS - GA n° 788171

At the beginning, there was some resistance to the gender perspective by
some male participants, but this was rectified by strengthening the gender
knowledge in the programme (adding more knowledge).
A gender-integrated leadership programme can be implemented in any
department or faculty, as long as it is supported by the top faculty level.
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Learning potential

Gender perspective

Sustainability

The practice has a high learning potential as it raised the knowledge about
the university’s politics and activities, developed tools to deal with
resistance to gender issues and for change management, contributed to
highlight discrimination, and developed concrete change projects.
The practice increased willingness of both females and males to assume
leadership positions and raised gender awareness among female and male
academic leaders.
If the support of the top level of the organisation is assured, the practice
can be sustainable.

5.4.3 Gender balance criterion
General information
Title
Organisation
Type of organisation
Country

Gender Balance criterion
Mondragon Unibertsitatea (MU) – Faculty of Business Studies
University (non-profit cooperative private university)
Spain (Basque country)

Specific information
Aim of practice

The initiative added the criterion of gender balance in the election of
governing bodies (when both a male and female receive the same votes,
the female was given priority), with the aim of increasing the female
presence in the governing body.
Time Frame
2012- present
Beneficiaries
HR, professors, researchers
Tools used
Regulation & procedures
Steps and procedures In the past, when there was a draw in terms of votes, the member would
followed to implement be elected on the basis of seniority. The Gender Equality Team of the
tools
Business Faculty has recommended adding a gender balance criterion
which will be more important than seniority. The Governing board
approved this change and it is now included in the regulations.
Gender-neutral selection processes
 Jobs and job advertisements are designed with a non-sexist criteria.
 The team also ensures that throughout the process (recruitment,
selection tests, and interviews) a minimum number of both females
and males are included.
 All the data related to the candidates involved in the process are set
out in tables in order to collect comparable and objective information
on all candidates.
Criteria for participation in governing bodies
When new members are elected for governing bodies, the criterion in the
event of a tie has been seniority. Historically, males have more seniority
R&I PEERS - GA n° 788171
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and, as a result, an apparently neutral and sensible criterion generated
indirect discrimination. In this context, in 2012 the Equality Team of the
Faculty proposed that the criteria should be changed, so in case of tie, the
criterion of parity of the Governing Body will be first. The Governing Board
approved this change and it is now included in the regulations. The change
was made both for the Governing Board and the Social Board, and it was
reported to all the staff in the Faculty.
Description / benefits / The afterwards recruited people have been females and the population
comments
pyramid of the Faculty changed becoming more equal regarding gender.
There were concerns in certain groups of the workforce: an excessively
feminist image of the Faculty could influence negatively on some kind of
business relations with other companies. But this is the opinion of neither
the Direction Board nor the Equality Team.
Evaluation
Works well
Transferability

Learning potential
Gender perspective
Sustainability

5.5

The practice proved to be efficient, as it changes the population pyramid
of the Faculty.
As the practice consists mainly of changing the recruiting and appointing
strategies and procedures, it is easily transferable to other departments,
faculties or institutes.
The learning potential consists of a change of mentality that can have a
cascade effect on other institutes’ activities and processes.
The recruited people have been females and the population of the Faculty
has now become more gender balanced.
The plan has been conducted by the Equality Team of the Faculty, but,
have been endorsed by the Board of Directors of the Faculty, ensuring the
changes will last in time.

GENDER SENSITIVE LANGUAGE

This term refers to the importance of using gender sensitive language in official and internal documents
as one of the aspects to enhance gender equality within an organisation.

5.5.1 Inclusive and non-sexist language guide
General information
Title
Organisation
Type of organisation
Country

Gender Balance criterion
Mondragon Unibertsitatea (MU) – Faculty of Business Studies
University (non-profit cooperative private university)
Spain

Specific information
R&I PEERS - GA n° 788171
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Aim of practice
Time Frame
Beneficiaries
Tools used

Create awareness about and promote best practices concerning the use of
inclusive and non-sexist language
2015 to present
Institution staff, administrators, faculty-members, researchers and
students
 Online and offline resources to understand state-of-the-art on
inclusive and non-sexist language
 Expert input
 Surveys and study groups with university stakeholders
 Awareness-building exercises: talks, seminars, etc.
 Online survey and dissemination tools

Steps and procedures
followed to implement
tools

 Review on the state-of-the-art on inclusive and non-sexist language
 Generate lexicon and best practices on communicating in inclusive
and non-sexist manner
 Hands-on review with staff about it

Description / benefits /
comments

A guide is a useful tool as part of a broader strategy to decrease exclusion
and sexist behaviour in a research institution, by starting with an
emphasis on language.

Evaluation
Works well

Transferability

Learning potential

Gender perspective

Sustainability

R&I PEERS - GA n° 788171

A guide can advance the state-of-the-art on the topic of gender equality
and also serve as a departure point to broach other GEP topics such as
gender biases in hiring practices, etc.
Language is very particular to a culture, of course, but within that context,
elements of the guide can be transferred among institutions, especially
those with greater linguistic similarity. Concepts around inclusive and nonsexist language can also translate more or less readily from culture to
culture. Cultures sharing a similar language can even reuse elements of the
same guide, adapting it as necessary to the local context, and in so doing,
add to the state-of-the-art on the matter.
The existence of such a guide is an opportunity to establish a dialogue and
create greater awareness of gender bias in the target institution and
beyond.
Language is a key barrier to gender equality, and highlighting the genderbias in the language, changing the narrative by generating a “new” lexicon
— by reusing existing vocabulary in new ways, and even generating new
words — is key to driving a cultural shift toward greater gender inclusivity
– as we speak the way we think.
The guide can be updated over time and benchmark progress towards
greater inclusivity, including the gender dimension, and therefore play an
integral role in a long-term gender equality programme.
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5.5.2 Junior Faculty "observers"
General information
Title
Organisation
Type of organisation
Country

Junior Faculty "observers" in Senior Faculty committee meetings
Ozyegin University
University
Turkey

Specific information
Aim of practice

The main purpose of the junior faculty “observer" programme, an initiative
of the university rector, is to support mentorship of junior faculty
members by senior faculty members, and thus to smooth their transition
to senior roles over time.
Time Frame
2015 to Present
Beneficiaries
Junior and senior faculty members, institution staff
Tools used
Junior faculty members participate as observers to senior faculty
committee meetings to address issues facing all faculty, including those
related to gender equality and language.
Steps and procedures In the context of the committee meetings, issues pertaining to language
followed to implement and communication practices can be reviewed for their inclusive and nontools
sexist nature.
Description / benefits/ Direct involvement of faculty members at all seniority levels in discussing
comments
language and communication practices in the university, with an eye on
inclusion and gender equality, already has the benefit of promoting age
diversity within the faculty, which is a clear step towards greater diversity
of all kinds.
Evaluation
Works well

Transferability

Learning potential

Gender perspective
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The junior faculty "observer" approach is a relatively easy activity to
implement and directly create awareness about topics related to diversity
and (gender) inclusion, including language use.
This approach is easy to transfer from one research institute to another as
it is an initiative originated directly with the rector. Its initiation and followup are, therefore, constrained in theory, only by this one factor that. When
triggered, the approach can deliver a direct, positive and even significant
impact on a gender equality programme.
The step from "observer" to "participant" may be large in terms of what
junior faculty may contribute to senior faculty committee meetings, but
the learning potential for junior faculty in this context is also great.
The opportunity to promote a gender— or any — perspective following an
“observer" format is constrained to the circumstances specific to the
environment at the time, as well as to the interests of the individual
observer. As such, this approach does not necessarily guarantee that a
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Sustainability

gender perspective will be promoted, but it certainly does provide a
possibility.
Since the approach is driven by the rector personally, it is not clear how
easily this activity can be sustained, if the s successor does not give equal
priority to its continuity.

5.5.3 Language review
General information
Title
Organisation
Type of organisation
Country

Review of language in University Communications by classic philologists
and language specialists
University of Bologna
University
Italy

Specific information
Aim of practice
Time Frame
Beneficiaries
Tools used
Steps and procedures
followed to implement
tools

Create awareness around stereotypes, gender-bias and exclusive nature
of language, and its impact on university communications
2015
Institution staff, administrators, faculty-members, researchers
Led by the Committee for Gender Equality, making use of study groups,
lectures by expert faculty, website and other dissemination tools
 Gain faculty approval for the project
 Formally or informally, assemble project experts, admin staff and
faculty partners for project team
 Review and agree on communications for treatment
 Draft implementation plan
 Work by experts
• Review of state-of-play on inclusive & non-sexist language
lexicon
• Review of communications for treatment
• Draft suggestions for inclusive & non-sexist language
 Agree on alternative language
 Update implementation plan
 Execute implementation plan
 Review and feedback on implementation
 Complete implementation
 Provide input for future implementations

Description / benefits / The engagement of language and philology experts in the consideration of
comments
university communications for their potentially exclusionary or sexist
R&I PEERS - GA n° 788171
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nature gives the opportunity to provide insight into the role of language in
perpetuating stereotypes, and of utilising language — while supported by
experts — that can be used to reverse those stereotypes.
Evaluation
Works well

Transferability

Learning potential

Gender perspective

Sustainability

5.6

This practice provides the opportunity of advancing discussion on the
sometimes inherently exclusive and gender-biased nature of language,
and the chance to promote best practices through language, reversing
those trends.
Language is particular to a culture, but the practice of engaging experts to
review language for its potential bias is possible in any context where such
experts practice. They need to be granted the opportunity to leverage
their knowledge for the purpose of promoting inclusion and gender
equality.
Input into communications by language experts provides a unique insight
for those engaged in GEP work to learn, to effectively use language, to
promote inclusion and diversity, stimulating explicit discussion on the
impact of language in perpetuating and fighting stereotypes.
Language can play a key role in promoting gender equality, by engaging
experts in language and philology to unlock the current situation. This is
critical for optimising language use in university communications in order
to achieve diversity and gender inclusion targets.
Review of language by experts ideally feeds into a benchmarking and/or
larger gender equality programmes that could have concrete outputs, like
a guidebook or training modules that can contribute to implement and
integrate the GEP.

FEMALE RESEARCHERS’ CAREER (PROGRESSION) AND EXCELLENCE

It is important that all individuals get equal chances to develop and advance their scientific careers. In
order to promote females’ excellence and career is essential to critically review the existing selection
processes and procedures at all stages and to remedy biases where and when they occur.

5.6.1 Gender Balance Committee
General information
Title
Organisation
Type of organisation
Country

R&I PEERS - GA n° 788171

Gender Balance Committee for equal opportunities
Centre for Genomic Regulation
Biomedical research institute of excellence
Spain
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Specific information
Aim of practice

Its mission is to promote equal opportunities for all individuals alongside
the women’s advancement in academia. The committee aims to eliminate
gender bias from CGR recruitment process and attract female scientist. To
do this they tacked the recruiting processes and support women in career
advancement. Gender Balance Committee was established in 2013.
Time Frame
2016 – present
Beneficiaries
HR management, senior & junior researchers
Tools used
Regular meetings
Trainings/ workshop/ videos
Guidebooks/ rules implementation
Steps and procedures Career advancement
followed to implement
 Training supervisors - Organising 2 workshops on gender bias for
tools
staff supervising junior researchers
 Postdoc career development scheme - Participating in the pilot
career development programme for postdoctoral researchers
 Providing mentoring - Conceptualise a peer mentoring programme
for young female PIs
 Unbiased Evaluation of faculty members - adjust the internal
evaluation policies according the “LIBRA Gender Handbook”
Recruitment
 Improving job announcements - Participation of HR representatives
in a workshop on best practice for gender inclusive job
announcements and recruitment measures.
 Increasing the percentage of female applicants and the offer
acceptance rate - Proactively identify and contact potential female
candidates for leading positions (faculty and senior leadership
positions). Review internal and external vacancy advertisement tools
(e.g. advertisement platforms concerning reach and accessibility,
language use, etc.) and improve them to reach more females.
 Introducing rules for candidate selection - Creating institutional
policies
for
recruitment
processes
by
implementing
recommendations of the LIBRA recruitment guidelines. Applying a
standard ratio of male to female candidates invited to the final
interview for a vacancy.
 Data collection and monitoring - Providing ASDO (gender expert
organisation) with gender balance data collected throughout the
recruitment procedures for evaluating the effectiveness of
recruitment strategies.
 Training hiring committees’ members - Training recruitment
committees’ members in responsible and fair selection process
(including gender - aware evaluation), e.g. by seminars, web-basedtraining, videos)
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Description / benefits / The centre received the HR Excellence in research honour from the
comments
European Commission in 2013 which entailed the development of a GEP
implemented in 2016.

Evaluation
Works well

Transferability
Learning potential

Gender perspective

Sustainability

Since the practice entails actions on several fronts, i.e. recruitment and
advancement policies, this constitutes an efficient approach. This is
supported by the fact that different levels of the staff are involved.
The practice is cross-sectional, thus transferable to other sectors or
organisations.
Since the programme is enriched with trainings, workshops and
educational videos, the practices have a huge learning potential for all
beneficiaries involved.
The gender perspective is indeed the centre of this practice. The Gender
Balance Committee contributed to strengthening gender institutional
change, by implementing the GEP.
The committee became a recognised body thus financed by the
organisation. Among other activities, the committee launched a grant
providing extra financial support to CGR females scientist with family
responsibilities.

5.6.2 The Promotion project
General information
Title
Organisation
Type of organisation
Country

The promotion project
The Arctic University of Norway (University of Tromsø - UIT)
University
Norway

Specific information
Aim of practice

Time Frame
Beneficiaries
Tools used
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The aim was to increase the proportion of females in top positions, by
helping female associate professors and senior lecturers to apply for
promotion to full professorship.
2011- present
Associate professor, senior lecturer, full professors
Departments’ chairs and deans
One-on-one meeting
Trainings
Mock evaluations
Mentoring
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Steps and procedures The project’s core action is the simulation of the promotion process, which
followed to implement is aimed at increasing the confidence of female academics willing to apply
tools
for promotion.
 Female associate professors who aspire to become full professors are
identified and mentored until they achieve full professor-level
qualifications and submit an application for promotion.
 During the training stage, they can also apply for funding to close
gaps in their CV, such as to increase the number of publications.
 The departments’ heads and deans are asked to provide the names
of candidates who they believe could acquire professor
qualifications.
 One-on-one meetings are held, and promotion given and adapted to
individual needs, including for example mock evaluations and writing
weeks.
Description / benefits / In 2011, the University of Tromsø also won the Gender Equality Award for
comments
its gender equality efforts.

Evaluation
Works well

Transferability
Learning potential

Gender perspective
Sustainability

From the point of view of gender balance in academia, in 2001, the
University of Tromsø (Norway) was the worst placed among the
Norwegian universities, with only 9% of professorships ocuppied by
females. Today, it is the best University placed among Norway’s eight
universities, one of the most advanced in Europe with about 30% women
full professors and one of Norway’s key players in the field of gender
equality.
The practice is totally transferable, as it is cross sectorial and minimal
efforts and resources are needed.
The learning potential is high for both parties, as the applying females
learn how to promote and highlight their potential, and on the other hand,
the department’s heads can learn how to help to achieve a gender equality
change and promote female excellence.
The practice has a strong gender perspective
The project had strong support of by the University leadership

5.6.3 Award and visibility for women
General information
Title
Organisation
Type of organisation
Country
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Award and greater visibility for women researchers
"Alexandru Ioan Cuza" University of Iasi (UAIC)
University
Romania
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Specific information
Aim of practice

Female researchers Day was an annual initiative aimed at increasing
women’s visibility, voice and recognition by presenting their professional
profiles and awarding their most relevant results in science.
The event aims also at creating opportunities for exchange and networking
at European and international level.

Time Frame
Beneficiaries

2013-2015
 Senior researchers and young researchers
 Managers
 HR staff
 External researchers
Tools used
 Awards
 Lectures/ conferences
 Video conferences
Steps and procedures It is a complex public event consisting of several categories of actions like
followed to implement producing and presenting dedicated films under the title ‘profiles of
tools
women in science’, giving awards to distinguished senior researchers and
promising young researchers, as well as giving lectureships/conferences
on gender in science and trainings for targeted groups (managers, staff and
young researchers) with the contribution of prestigious invited gender
experts. The main objectives are to provide female research with role
models, to create an international reach for the exchange of good
practices, and to contribute to the professional development of female
researchers.
The focus was on providing career development information and examples
of women researchers’ career paths. The activities that took place were
identified based on the baseline data analysis carried out by organisations,
and thus responded to needs expressed by women researchers. Some
examples of the workshop titles were:
 Financing in European research, mobility opportunities and grant
application support
 Scientific careers – Recruiting and advancement at Universities
 Research Networks in Europe
Awards:
 Annual Science and Technology (senior)
 Excellence Awards" "Annual Awards for Young Research (junior)
In recognition of the feminine scientific tradition at the UAIC, this year's
excellence awards will be named after the reputed scholar and professors
Magda Petrovanu.
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Description / benefits / The event takes place on the same day as the European Women
comments
Researchers Day as a form of enacting transnational and inter-institutional
cooperation for promoting shared objectives on gender equality in science
through the organisation of mutually beneficial common actions and
through its dissemination at international level by networking channels
(such as EPWS, GenPort, CNRS, STAGES, UAIC).

Evaluation
Works well

Transferability
Learning potential

The practice works well, as the action is simple in its execution and
efficient in reaching out to females who are seeking visibility of their own
research and career.
The practice is transferable owing to its simple execution and the
possibility to be applied to any organisation in any sector.
The practice has huge learning potential for females participating in the
event, as they and their work get the possibility to be showcased to other
researchers and organisations.
Moreover, the award serves as recognition and confidence booster that
can motivate them in their career.

Gender perspective
Sustainability

5.7

Through the conference workshops, the participants can also learn tips
and tricks on how to move and advance in their career.
The practice is directly focused on advancing gender excellence.
The practice would need funds in order to be executed, but the cost can
be minimised and the impact increased if the event is organised within
larger events.

RAISING AWARENESS

Raising awareness is about increasing the understanding and sensitivity about gender (in-) equality issues,
and thus strengthening people’s knowledge and skills to engage them in reducing and eliminating gender
biases.

5.7.1 Compulsory awareness-raising session
General information
Title
Organisation
Type of organisation
Country
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Compulsory awareness-raising session for BA students
University Paris 7 Diderot
University
France
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Specific information
Aim of practice

 To expose students to gender equality issues and to raise their
awareness through a compulsory 3.5 hour session on gender equality
at the commencement of student college education.
 Bringing insights from research on gender to fight against gender bias
and stereotypes at an early stage of the curriculum of future
researchers.

Time Frame
Beneficiaries
Tools used

2010-present
First-year undergraduate students. This programme has been expanded to
second-year medical students
 Questionnaires
 Slideshows
 Screenings of a conference by neurobiologist, Catherine Vidal: “Does
our brain have a sex?”

Steps and procedures The programme has three parts:
followed to implement
1. Distribution of questionnaire on gender equality
tools
2. General introduction to gender and sexual identities
3. The broadcast of the Catherine Vidal conference
Description / benefits / It appears that the presentation is more theoretical than interactive, but it
comments
is presented early in student college careers, alerting them about the
issues of gender bias. It appears that it is very positive, and it is clear that
it has grown to include training of second year medical students (2016)
and first-year Paris master Diderot students, as well as training for doctoral
students. These programmes teach how to react to the banality of sexist
behaviour and sexual harassment; how to identify discrimination and
sexual harassment; how to combat harassers and stalkers; and how to
position oneself as a witness to sexual harassment and build solidarity.

Evaluation
Works well

Transferability

Learning potential

Gender perspective
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This programme does work well. Approximately 2000 students at the
undergraduate level who have participated, and numerous other
doctorate and master students have also become involved.
Very transferable, as they have been used not only with first-year
students, but also with more advanced students. This programme can and
should be spread through other universities throughout the EU.
High learning potential based upon it being compulsory, which
demonstrates its importance to the University and based upon the interest
with which it is presented.
Both genders are clearly exposed to gender inequality and harassment
issues and both have an opportunity to learn how to combat these
problems, not only individually but in solidarity with fellow students.
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Sustainability

Highly sustainable and may be expanded as it concisely and efficiently
expresses gender inequality issues and antisocial behaviour and teaches
students how to combat these problems.

5.7.2 Gender Bias Workshop
General information
Title
Organisation
Type of organisation
Country

Workshop: Bias-sensitizing- Quality assurance for personnel selection
University of Graz
University
Austria

Specific information
Aim of practice

Time Frame
Beneficiaries

Tools used

Steps and procedures
followed to implement
tools

Showing how gender bias in the personnel selection process harms the
quality of teaching and research. This results from stereotypes and
maintaining a male network, as well as on gender stereotypes and
masculine imagery of the ideal academic.
2010-present
Universities which eliminate gender bias from their personnel selection
process. Clearly, being sensitive to bias will be positive for females as well
as gays, etc.
Holding two half-day sessions of five hours each, which includes
participation in a simulated personnel selection procedure as well as
discussions on academic curricula vitae, to trigger reflection about the
participants’ own selection criteria, prejudice and biases.
 Organising regular events
 Identifying personal biases of participants
 Giving input about diversity issues and bias effects and promoting
reflection and discussion
 Focusing on formation of scientific reputation and the process of
evaluating academic curricula vitae by holding group exercises
including mock selection procedures

Description / benefits / This is an outstanding programme, as it identifies biases of the personnel
comments
in selection process, but it further triggers reflection, so people can
identify their own personal biases.
Evaluation
Works well

Transferability
R&I PEERS - GA n° 788171

Works well and has attained a high reputation for quality of training,
particularly because of the group exercise which includes the mock
evaluation procedure and the reflected discussion.
This module is easily transferable.
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Learning potential
Gender perspective

Sustainability

High learning potential because of the reflected nature of the discussion
group and the participation of simulated personnel selection scenarios.
From the standpoint of females, this will sensitise employers and making
their aware of a possible inbred bias which reinforces the superiority of
males in the research world.
Highly sustainable and attractive programme not only because of its
qualities, but also because participants are granted advantages by law by
participation in this programme.

5.7.3 Gender awareness in Academia
General information
Title
Organisation
Type of organisation
Country

Gender awareness in Academia – from principles to practice, training for
leadership
University of Geneva and University of Lausanne
University
Switzerland

Specific information
Aim of practice

Three days of workshop, seminar, and a conference with two
internationally renowned gender equality experts.
Time Frame
2013-2018
Beneficiaries
Rectorate, deans, gender equality commissions, professors, senior
researchers.
Tools used
Training session, public conference, best practice seminar
Steps and procedures The practice includes:
followed to implement
1. Training session which is a unique transdisciplinary course that
tools
enables participants to critically engage with human rights from a
gender and a decolonial perspective. Covered topics include:
violence against females, human rights and decolonial approaches
to justice, freedom and emancipation, the new international
division of labour and migration, global reproductive rights, and
sexual orientation and gender identity rights. These will be
addressed using diverse theoretical perspectives including
feminist legal theories, gender and post- and decolonial theories,
and theoretical approaches to antidiscrimination law.
2. “Why So Slow?” public conference moderated by the rector and
vice-rector of the University of Lausanne. The conference shows
how invisible factors hamper female’ s career progress and how
females adhere to implicit gender norms, which lead to
differences in behaviour, perception, and expectations in all
individuals.
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3. Best practice seminar for the specialists working in the field of
equality measures from all over Switzerland. The purpose here is
to exchange ideas, good practices and teaching materials, so as to
multiply the resources available in the Swiss context for providing
this expertise in the future.
Description / benefits / The training course combines also visits to international organisations in
comments
Geneva, namely the Office of the United Nations High Commissioner for
Human Rights (OHCHR), attending sessions of the Committee on the
Elimination of Discrimination against Women (CEDAW), and presentations
by internationally renowned experts working in the area of human rights
with an introduction to the academic field of human rights, gender and
alterity.

Evaluation
Works well

Transferability

Learning potential

Gender perspective
Sustainability
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The course on Human Rights, Gender and Alterity is especially beneficial in
terms of delivered information and quality of classes with inspiring and
motivating lectures led by outstanding personalities. Several students
after the course decided to dig further into gender related issues and learn
more about approaches for female empowerment.
The transferability of this programme is high but is contingent upon being
able to engage persons knowledgeable about the subject area. This
programme appears to have a very high level of leadership which helps to
guide the interactive workshops and the presentations as they relate to
gender bias. Additionally, the model presented also involves people with
first-hand experience. If leadership can be engaged, then this would be
highly transferable and highly valuable.
This unique transdisciplinary course is aimed at engaging students and
practitioners from all academic backgrounds and participants critically in
the subject of human rights from a gender and a decolonial perspective.
The programme is dedicated to fight against gender stereotypes and
promoting an egalitarian gender culture in European universities.
Highly sustainable as it engages professionals, both at the learning and
teaching ends of the equation. The interactive portions will continue to
bring in fresh perspectives which makes this programme extremely
feasible in the future.
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CONCLUDING REMARKS

This research focused on the identification of existing practices that are addressing gender equality issues
in research organisations and universities relevant for our piloting organisations.
Thanks to European funding ,the number of European projects and initiatives focusing on gender equality
has in the recent years increased. Practices funded by national or private institutes can also be found and
were also reviewed in this research.
Most of the identified material highlights the best practices and policies. Nevertheless, we have also
identified several missing criteria, that would had helped us to find and evaluate the practices better.
Those are highlighted below.
 Benefits’ evaluation: The research was first focused on the EU funded projects with the aim of
addressing the gender equality topic by developing and executing a Gender Equality Plans or simply
addressing the topic to a more specific way. Nevertheless, in most of the cases there is no
methodology or simply there is not enough information to evaluate the actual benefits and effects
of the gender equality plans or policies that were implemented.
 Limited information: Even though each project and initiative have some information about the
policies or actions implemented, most of the time there is very limited information provided about
the whole gender equality plan, and of the specific steps taken. This makes difficult to understand
how the actions were exactly implemented or which strategy was followed.
 What works, what doesn’t: policies or plans that have produced negative or undesirable outcomes
are rarely presented or documented, which makes it difficult to understand what and why did not
work. This type of info would be very relevant as it would avoid replication of practices or even parts
of practices that do not have a high success rate.
Here, below are also some common features that throughout the research have been identified as part
of successful practices.
 Top-down, bottom-up: through the analysis of the several practices defined as successful (either
because awarded by representative bodies or by the benefits they reached) a common characteristic
was found. The initiatives need to be supported by the Direction or Rectorate bodies, i.e. they have
to be top-down, to ensure impact and sustainability of the implemented actions.
 Type of measures: the successful practices presented a mix of measures implemented touching
various sectors of the gender dimension (i.e. measures directly affecting female researchers,
measures orientated towards changing the institutional culture and protocols, and measures
questioning the neutrality of scientific disciplines). The implementation of different measures
increases the effectives of each action and its success in the long term.
 Flexibility: The research highlighted that the implemented policies need a constant adaptation and
redesign to keep the measures relevant in the changing and evolving context of the research
R&I PEERS - GA n° 788171
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organisation. Finally, to ensure the continuity of the action plan, it is important to keep the plan
open to new organisations’ needs and priorities and to the new actors joining and/or replacing
others.
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