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TARGET lessons: pioneering
• An institution’s willingness to develop and implement a 

GEP depends to a large extent on external incentives or 
pressure: legal frameworks, policies and initiatives 
adopted by governmental bodies, funding agencies and 
other organisations

• TARGET experiences show that institutions may be 
pioneers of structural change despite a lack of national 
policies and concrete measures to support gender 
equality - if they are motivated, involve key 
institutional actors, devote resources and rely on 
gender competence 

• These experiences have also shown an enormous 
potential to contribute to the national discourse on 
gender equality in their countries. 



GEP: TARGET approach
• Go beyond ticking the box! 
• Initiate a long-term structural change through a 

reflexive approach
• No “one-fits-all” solution. GEPs can be successful 

only if they are context-sensitive, tailored to the 
specific organisational needs of the institution, 
and embedded in a framework that supports 
engagement and reflexivity of different 
institutional actors

• Actual change is the result of increased 
institutional willingness and capacity to identify, 
reflect on and address gender bias in a sustained 
way. 



Structural change in universities
• Gender equality work is not an easy task in any organisation. We 

argue that it is more difficult in universities because they are 
gendered organisations involving dual logics (Heinz 2018)
– Academic logic
– Organisational logic
Gender and power dynamics work differently in these two logics. 
Sustained institutional change has to address both logics and 
involve relevant actors representing both logics; gender 
competence and managerial skills are required

• Evidence based / theory of change (Vogel 2012)
• Community of practice (CoP) (Wenger 1998, 2000) 
• Institutional change is a highly political process, it is complex and 

non linear – and it requires bridging top-down and bottom-up 
initiatives

• National and institutional context shapes this process and also 
provides unexpected constraints and opportunities



Methodology

• Collaboration between Notus, UH2C and UB 
teams – additional layer of reflectivity!

• Interviews to relevant actors in both
universities

• Forthcoming publication



National and institutional context
Serbia – University of Belgrade Morocco – University Hassan II Casablanca 
National context 
GII 35 – HDI 64 GII 121 – HDI 111 
Comprehensive GE legal framework Significant advance on women’s rights and GE 

since 2000s (women’s full human rights in 2011 
constitution) 

Blacklash of far-right & anti EU movements 
Strong feminist movements since socialist 
times 

GE is high in the political debate driven by 
feminist and democratic movements 
Strong conservative, anti-feminist movements 

Lack of GE specific measures in R&I Lack of GE specific measures in R&I 
Neoliberal reforms in universities Access to universities an elite phenomenon 
Institutional context 
GE centres; strong connection with feminist 
movements 
Long-standing experience in fostering GE 
action at the faculty 
 

GE centres; strong connection with feminist 
movements 
Main focus on training GE professionals to GE in 
administration and education 
GE activism driven by women and science 
association (natural sciences) and trade unions  

Vertical segregation 
Gender imbalance in decision-making  

Vertical segregation 
Highly marked gender imbalance in decision-
making 

 



Top-down approach (UB)
• Target coordinator became rector
• Limited CoP (rector, director of GE studies, GE officer, supporting staff at 

the rectorate)
• “Low profile” GEP aimed at putting GE in the agenda and build the 

institutional capacity to initiate change with the resources available at the 
rectorate

Systematic data collection and monitoring including GE courses; 
awareness raising with a focus on decision making; permanent GE 
officer position

• Unexpected difficulties: lack of consensus for a permanent GE officer 
position – advisory gender equality committee appointed by the rector

• Unexpected drivers: case of sexual harassment as a catalyst for adopting 
the first university protocol (based on previous experiences in two 
faculties supported by GE centres) -> High profile GEP

• Recent change of rector creates a new scenario



Bottom-up approach (UH2C)
• Very broad CoP (top/middle management, professors of different backgrounds); 

high visibility; intense debate and negotiation
• “High profile” Charter of Equality endorsing GE and making explicit reference to 

achieving equality in all decision-making bodies – using quota if necessary
• GEP focused on data collection, awareness raising with a focus on decision-

making/capacity building
• Evidence – Survey demonstrates women have same professional prospects than 

men; some men show high support to GE policies
• Unexpected opportunities

– The adoption of the Charter leads to creating a gender equality committee at 
the Council (50%) 

– Bottom-up pressure contributes to increased presence of women in elected 
positions (rector) and managerial positions (secretary) 

– Activities to include gender content related to reform of curricula
• Main constraints 

– Postponement: Elections entail that gender equality committee has to be 
renewed – in the meanwhile, gender equalities committees are now set up at 
the faculty level involving deans



Some conclusions
• Formal adoption of GEP and GE structures pave the way for continuing 

change – increased awareness supported by evidence
• The interplay and (desired complementarity) of top-down and bottom-up 

approaches is highly dependent on context and specific constellation of 
opportunities and constraints
– From bottom to top – UB (protocol against sexual harassment)
– From top to bottom – UH2C (GE units at faculty level)

• Top commitment is fragile and changing – GE structures need resources 
and not to be dependent of elections

• Advance in GE has always been driven by grass-roots movements – it is 
also the case in universities: change have been possible because of 
decades of sustained bottom-up action (both GE scholars and activists)

• Bridge between gender competence, activism and expertise in 
organisational change is key

• This kind of academic work is not adequately recognised and bottom-up 
action needs to address the risk of fatigue
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