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1 Executive Summary 
The EQUAL-IST project included in his Work Plan as initial step towards the design of Gender Equality Plans, a 

thorough assessment of the internal state of the art to be conducted by using a participatory auditing method. 

Following guidelines illustrated and summarized in D2.3 Participatory Gender Audit Methodology, and after a 

preliminary information and data collection in D2.2 National Mini Reports, the 7 involved RPOs have 

proceeded, from February until end of April 2017 to implement Participatory Gender Audits at their 

organizations. The methodology foresaw both an adaptation of the ILO PGA methodology and a more 

thorough quantitative and gender disaggregated data collection in order to provide further evidence of 

existing gender inequalities at each University. The overall goal was set as following: 

• Get a complete picture based on existing available data of the internal situation of gender (in)equality 

in each IST/ICT Department Faculty and  

• Start with a first round of internal consultations by way of an audit both with research purposes 

(collect information and assess perceptions, beliefs, resistances) and with action oriented goals 

(initiate a consensus building process about the more urgent challenges to be tackled, stimulate 

bottom up participation in collecting and discussing proposals, ideas and solutions) in view of the next 

step of crowdsourcing Gender Equality Plans’ design via the CrowdEquality platform. 

The process was accompanied by a dedicated Capacity Building Workshop which was held in Modena in 23 -

24 February, hosted by UNIMORE, to provide with further inputs and support in localizing the EQUAL-IST PGA 

methodology at each university, and share reflections and problems met in the first steps of data collection 

and design of the Audits. During February and March, the EQUAL-IST Teams and GEPs working Groups at each 

RPO run in depth interviews with management representatives and facilitated rounds of thematic workshops 

with staff members and employees to delve into the different areas of interventions at stake and related 

problems (Human Resources and Management Processes- Teaching and Students Services – Research design 

and delivery- Institutional Communication). In spite of the difficulties in engaging staff and students in a period 

of the academic year packed with institutional deadlines and exams, the PGAs were successfully run and lead 

to a first list of ideas/solutions which constituted the initial inputs to challenges and ideas submissions through 

the CrowdEquality Platform. 

Based on common templates provided by T2.4 leaders, all partners have kept track of their activities by 

reporting on all conducted in depth interviews and workshops, and elaborating on conclusive remarks and 

observations in a so called ‘Overall PGA report”. 

This reports presents an analytical overview of the collected quantitative data and the PGAs processes, based 

on individual overall PGA Reports from each RPOs and refers, in the Annexes section, to reporting documents 

prepared by each implementing partner for a full insight on the results at each University. 
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2 Quantitative Data collection.  

 Methodological approach and covered areas 
The objective of the quantitative analysis was to collect quantitative data about gender equality with particular 

focus on the ICT/IST field, and to compare it with the general situation at each university. 

Data collection and analysis was conducted through four main focus areas of interest: students, academic 

staff, non-academic staff and work-life balance.  

Students data included information about number of graduated students (bachelor, master and PhD levels), 

average degree grade of graduated students (bachelor and master), number of enrolled students and dropout 

percentages. Academic staff data include staff positions, type of contract (full-time or part-time), duration of 

the contract (temporary/permanent), number of publications, teaching load, gross hourly wage and number 

of projects lead by women. Non academic staff data include staff positions, areas of employment, type of 

contract (full-time or part-time) and duration of the contract (temporary or permanent). Work-life balance 

data include availability of provisions such as parental leaves, hour flexibility and tele-working. It also included 

the presence of gender budgeting and gender equality machineries and monitoring of their activities. 

Furthermore, it was deemed important to look into the composition of governance bodies at each University 

and the male/female share of Academic Senate Assemblies and Departments Boards at each RPO.  

Areas of interest Collected information 

Students   - Number of graduated students (bachelor, master and PhD levels)    

 - Average degree grade of graduated students (bachelor and master)  

 - Number of enrolled students 

 - Dropout percentages. 

Academic Staff - Staff positions 

- Type of contract (full-time or part-time) 

- Duration of the contract (temporary/permanent) 

-  Number of publications 

- Teaching load 

-  Gross hourly wage 

-  Number of projects headed by women 

Non Academic Staff - Staff positions 

- Areas of employment 

-  Type of contract (full-time or part-time) 

- Duration of the contract (temporary or permanent) 

Work-life balance - Availability of services like parental leaves, hour flexibility and tele-working 

- Gender budgeting and gender equality machineries and monitoring of their activities. 

Governance composition - Senate and Departments’ Boards 

Table 1. Quantitative Data Collection x areas of interest 

The methodology also required all partner Universities to collect the same in the country to make not only 

internal comparisons but also with reference to the average of the country. Data were required for the years 

2015, 2014 and 2013 in order to verify and assess variations along the years. Unfortunately, partners could 

not gather enough data for this purpose. 
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Students data, academic staff data and non academic staff data have been required for the ICT/IST department 

and the whole university with the aim to compare the ICT specific area with the general situation of the 

university in order to identify issues specifically affecting the ICT area. 

Collected data will mostly likely be used to conduct more refined quantitative analysis at each RPO as well as 

a baseline to improve gender disaggregated data production and collection in order to monitor the 

implementation of Gender Equality Plans and their impact over time. These initial data set will also be useful 

to compare initial situations of different universities and understand which applied strategies will prove to be 

the most suitable ones to tackle specific problems and to achieve gender equality.  

Furthermore, quantitative data have been integrated into the qualitative PGA and presented during interviews 

and/or workshops as they were collected as a mean to highlight existing gender inequalities and correct or 

incorrect perception of the internal situation. 

Other than the data about universities and ICT sector, we asked to gather information about all the national 

universities in regards of the scope of the project. More importantly, we also asked for information relative to 

every ICT department, or equivalent, at a national level.  

The main purpose to gather data at the national level was to analyse and compare information from different 

national universities and ICT sectors. 

 The Data collection process and its limitations 
The data collection process required a lot of effort and each partner faced some difficulties to involve different 

offices, to get gender disaggregated data and to elaborate  them. For this purpose, every involved  RPO  

established a direct relationship with their administrative offices in order to ask for data, with varying results. 

It must be noted that it wasn’t always possible to gather all required information: some offices weren’t able 

to produce the data required or any data at all.  

Another problem faced by partners was related to the different data formats from different offices (even at 

the same university), which complicated data use and integration. For these reasons, it was sometimes easier 

to collect data from on-line official sources (national and European) than to ask to the university administrative 

offices. For most of the involved RPOs it was easier to gather data on academic positions: number of positions 

disaggregated by sex and type of contract, work regime and number of publications were generally accessible 

while it was more difficult to gather data about number of credits and gross hourly wages. 

Regarding the non academic personnel, it was easier to gather data about positions, working areas and type 

of contract, but in general the whole process was more difficult than it was for academic personnel.  

Students data was also rather simple to obtain, especially the number of enrolled students and graduated 

students with bachelor, master degree and PhD. Instead, it was more difficult gathering data about grades and 

dropout rates at various levels. 

Unfortunately, the activity of data collection on a national level was not so easy to perform, mostly for the 

absence of specific national databases and due to challenges faced in gathering and organizing data from 

national sources because of difficulties in identify national sources, involving national offices and retrieve 

universities specific data from every university in the nation. Partners were however mostly able to collect 

information about academic positions and type of contracts, number of graduated students and students 

degree grades. We are presenting here data which have been collected by most of the EQUAL-IST RPOs, while 

each partner has its own full Dataset which might include further collected data. 
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We are missing data from UNILI because they couldn’t achieve to get gender disaggregation for the requested 

data. Anyway, they plan to use the methodology as a baseline to start producing and gathering data and 

statistics on a yearly base. 

 

 Gender inequalities from graduation to full professorship: 
ISCED Levels Data 

 

The International Standard Classification of Education (ISCED) is a statistical framework for organizing 

information on education maintained by the United Nations Educational, Scientific and Cultural Organization 

(UNESCO).  We use ISCED levels as a means to have a common framework for comparison and in order to 

facilitate data integration and analysis. The ISCED framework provides grades as a substitute for academic 

levels. One of the reasons to group the results of these different levels, is to retain comparability with the “She 

Figures 2015” study. The following graphs are presented in pairs for every university: one representing the 

ICT/IST department and the other the whole university. 

Looking at the charts that represent the percentage of women and men at the various level of the university, 

we can see that the number of women decreasing as the ISCED Levels rise. This trend is present in both the 

ICT graphs and the rest of the university. As we can see from grade A data (full professors), at the highest 

positions in the university there is mainly a high percentage of male personnel, while women presence is 

minimal. IST and ICT domains show a different trend which is not represented by the typical “scissors” graph 

where at a certain point along the ISCED scale the male and female line are crossing each other. This happens 

when are being the majority up to the 5A grades and then slowly start decreasing to meet the rising line 

representing men whose share increases at PhD level until the apical position: on the opposite, in one of the 

most male dominated environments such as Informatics and IST, the two lines continue to run in parallel, due 

to the underrepresentation of women already since the initial education grades and the extremely low share 

of girls enrolled to these disciplines. 
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KhNUE 

2a) KhNUE University 

2a) KhNUE Information Systems Department 
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In both the graphs, we can see a similar trend where women presence is mostly stable as a percentage while 

in the highest position there is a predominance of men. The difference is that at a university level there is a 

general predominance of women in each role with the exception of the highest position while in the 

Information Systems Department we see that women and men presence is mostly the same for each position 

except for grade A role, in which male predominance is even higher than it is at the whole university level. 

At the KhNUE Information Systems Department graph, the data for PhD graduate and grade C are not shown 

as there are no people in these positions. 

 

KTU 

3a) KTU University 
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3b) KTU Faculty of Informatics & Engineering 

 

At KTU we observe that the percentage of women raises with the increase of ISCED level for the students while 

it drops for the academic career, showing a higher presence of men in academic positions and a male 

predominance in grade A level. The trend is very similar in the Faculty of Informatics & Engineering with the 

difference that the number of women in each level is significantly lower. 
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Uminho 

4a) UMinho University 

4b) UMinho Department of Information Systems (part of the School of Engineering) 
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At the UMINHO ICT/IST Department, the data for grade C is missing because there is no personnel with that 

position. The highest positions are completely covered by men.  Data on graduated students were not available 

at the University level. 

We can see that at UMINHO University the percentage of women decreases in the highest positions of the 

academic staff in which women represent only 10% of the total personnel. 

 

 

UNIMORE 

5a) UNIMORE University 
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5b) UNIMORE Department of Engineering 

 

At UNIMORE we can notice how the percentage of women decreases with the raise of the ISCED level both for 

students and academic staff. Even if the number of female students is higher than male ones, the number of 

men employed in academic positions is always higher than the number of women. 

At the Department of Engineering there is a predominance of men at all level with no significant variations in 

percentage. The meaningful data also in this case is the low presence of women in each level (always lower 

than 30%). 
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UTU University 

6a) UTU University 

6b) UTU Department of Information Systems (part of the School of Engineering). Unit of Information Systems Science 

Within the Dept. of Management (part of the School of Economics). 

At UTU, we see that the percentage of women decreases with the raise of the ISCED level both for students 

and academic staff. Even if the number of female students is higher than male, the number of men employed 

at the highest academic positions is higher than the number of women. 
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The ICT/IST Department sees a predominance of men at all levels. There is a significant presence of women 

employed at the grade C level, while there are only men employed in the highest positions (grade B and grade 

A). 

 

 

WWU 

7a) WWU University 
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7b) WWU Department of Information Systems and School of Business and Economics 

 

At WWU women percentage remain mostly constant under the 20% of presence. In the ICT departments, we 

see that women and men presence is almost equal for all the students’ levels, PhDs included, while women 

percentage significantly decreases in academic staff positions as the ISCED level increases. 

 

 Academic Staff 
In this section the working condition of the academic personnel by means of work hours and type of contract 

are in scope. The following graphs contain data regarding the percentage of men and women working in full 

time and part time. Two graphs are shown for each sector, university and ICT department, which contain the 

same data but with different layouts. In the green series of graphs, for every university a pair of columns 

represents men and women of that area. The bars represent the percentage of working hours or types of 

contract in that sector.  In the orange and blue series of graphs, for every university a pair of columns 

represents the working hours or types of contract of that area. The bars represent the percentage of men and 

women in that sector. Universities that are not included in this section didn’t make it in getting data for this 

specific area from responsible offices.  

2.4.1 Full-Time/Part-Time comparisons  
In the first set of charts, which is referring to the entire University level, we can see that women in academic 

staff are mostly in the same conditions of men as regards the working time, and in most cases men have a 

major presence as part time workers (except for WWU). Still, the percentage of part-time contracts among 

academic staff may vary a lot in different universities.  
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In the ICT/IST Departments’ graphs, we see that in some universities (KhNUE and KTU) the percentage of 

women employed with part-time contract increases while it decreases at Uminho. At WWU, the percentage 

of part-time contract at the IST Department is lower than the University share both for men and women. 

2.4.2 Full-Time/Part-Time comparison among Universities 
 

In the graphs, we can see that more men are employed as part-time academic staff than women, the only 

exception being WWU, where women have more 

part-time positions than men. 

 

 

8a) Full-Time/Part-Time comparison among Universities (disaggregated by sex) 



D2.5 Gender Equality Assessment Report  

21 

21 | 80 

 

8b) Full-Time/Part-Time comparison among Universities (disaggregated by type of contract) 

2.4.3 Comparison among ICT/IST Departments 
 

In the ICT departments, we can see that women are leading the part-time position percentages while men 

have more full time contracts. Exception is UMINHO where no women are employed as part time academic 

staff. 

8c) Full-Time/Part-Time comparison among ICT/IST Departments (disaggregated by sex) 
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8d) Full-Time/Part-Time comparison among ICT/IST Departments (disaggregated by type of contract) 

2.4.4 Temporary/Permanent positions comparisons  
By observing these graphs, we can see that temporary types of contract are more utilized at certain universities 

than others. In general, women are more_ represented as temporary employees than their male counterparts 

(in 3 out of 4 Universities). In the ICT graphs, we see that this trend is confirmed.  

As job instability is getting more and more frequent also at the academic level, is interesting to highlight how 

also under this respect, a gender unbalance is present at the disadvantage of women, which seems to be 

consistent with the traditional gender division of labour, where men get more stable positions coherently with 

societal expectations of their being ‘family breadwinners’, while women tend to stay more in non permanent 

positions and therefore to take longer time for progressing in their careers. 

 

2.4.5 Temporary/Permanent comparison among Universities 
 

In the graphs below we can see that women have more temporary positions than their male counterparts. 

Exception being KTU where the situation is the opposite. KhNUE is also interesting as it does not have 

permanent positions at all. 
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9a) Temporary/Permanent comparison among Universities (disaggregated by sex) 

9b) Temporary/Permanent comparison among Universities (disaggregated by type of contract) 
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2.4.6 Temporary/Permanent comparison among ICT/IST 
Departments 
 

At ICT departments, we see that women tend to have more temporary positions. Exceptions are UMINHO, 

where men have more temporary jobs, and KhNUE, where there are no permanent positions at all. We can 

also notice that the number of employed men, independently from the type of contract, is higher at the ICT/IST 

Department than at the whole university level for all partners (see graphs n° 9b and 9d). 

9c) Temporary/Permanent comparison among ICT/IST Departments (disaggregated by sex) 
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9d) Temporary/Permanent comparison among ICT/IST Departments (disaggregated by type of contract) 

 

 Non Academic Staff 
 

In this section, we provide insights about the working conditions of the non academic personnel in terms of 

working hours and type of contract. The following graphs contain data regarding the percentage of men and 

women working in full time and part time. Two graphs are shown for each sector, university and ICT, which 

contain the same data but with different layouts. In the green series of graphs, for every university a pair of 

columns represents men and women in that area. The bars represent the percentage of working hours or 

types of contract in that sector. In the orange and blue series of graphs, for every university a pair of columns 

represents the working hours or types of contract of that area. The bars represent the percentage of men and 

women in that sector. Universities that are not included in the graphs could not provide data for this domain. 

2.5.1 Employment levels 
Another metric we use to evaluate the non academic area, is the so called glass ceiling. The glass ceiling 

metaphor is used here to describe invisible barriers ("glass") through which women can see elite positions but 

cannot reach them ("ceiling"). 

Utilizing the graphs, we can see that as the position becomes higher, the women presence declines sharply. 

This trend is present at every university apart from UNIMORE and UMINHO, in which we see the opposite 

situation, where women have larger representation than men in the highest positions of the 

administrative/non academic career ladder. In the ICT/IST Departments graphs, however, the highest position 

is held by men. This confirms that there is still a glass ceiling effect for certain high positions. 

KTU 

In the KTU charts we can observe that while there is a peak of 100% women in the 4th level, on the higher 

levels there is a majority of men. In the KTU Faculty of Informatics & Engineering, the 5th level has more than 

70% of women, but their number falls drastically to 20% in the 3rd level and 0% in the 2nd and first level. There 

are no people employed in 4th level for the ICT Department. 
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10a) KTU University 

10b) KTU Faculty of Informatics & Engineering 

UMINHO 

At UMINHO, we see that women have very high presence in the fifth level and in the first, while the second 

and third are solely comprised of men. The fourth is equally populated.  
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11) UMINHO University 

 

UNIMORE 

At UNIMORE, we see that women represent the majority of the non-academic positions at all levels, except 

for the lowest ones, where men are actually the majority.  

12) UNIMORE University 
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WWU 

In the WWU chart, we see women comprising the majority of the workforce at all levels apart form the highest 

ones, where men represent the 70% of the non-academic workers. In their IST department however, women 

represent 100% of the workforce in the 4th and 3rd level, but only men are employed at the 2nd and first level 

clearly showing that this is a men dominated area. 

13a) WWU University 

13b) WWU Department of Information Systems and School of Business and Economics 
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2.5.2 Full-Time/Part-Time comparison among Universities 
 

In the following charts, we see that at all RPO non academic positions have usually full-time contracts. There 

is an exception for WWU University in which women non academic part-time staff reach almost half of the 

total employed women. 

14a) Full-Time/Part-Time comparison among Universities (disaggregated by sex) 
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14b) Full-Time/Part-Time comparison among Universities (disaggregated by type of contract) 

 

2.5.3 Full-Time/Part-Time comparison among ICT Departments 
 

At ICT departments, KhNUE and KTU don’t have part-time workers, while UMINHO has part-time workers only. 

At WWU, women are 45% part-time workers while there are no men employed as part-time worker.  

14c) Full-Time/Part-Time comparison among ICT/IST Departments (disaggregated by sex) 



D2.5 Gender Equality Assessment Report  

31 

31 | 80 

 

14d) Full-Time/Part-Time comparison among ICT/IST Departments (disaggregated by type of contract) 

 

2.5.4 Temporary/Permanent comparison among Universities 
 

In the following charts, we can see that temporary contracts are wide used in 3 out of 4 universities (KhNUE, 

KTU and UNIMORE). In WWU University The most part of non academic staff have a permanent contract. 

15a) Temporary/Permanent comparison among Universities (disaggregated by sex) 
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15b) Temporary/Permanent comparison among Universities (disaggregated by type of contract) 

2.5.5 Temporary/Permanent comparison among ICT/IST 
Departments 
 

At ICT/IST departments, we see a similar trend for KhNUE and KTU universities while at UNIMORE the most 

part of employed non academic staff has a permanent contract. We can also notice that every man employed 

in WWU department has a permanent contract. At UMINHO there are no temporary non academic staff 

positions. 

15c) Temporary/Permanent comparison among ICT/IST Departments (disaggregated by sex) 
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15d) Temporary/Permanent comparison among ICT/IST Departments (disaggregated by type of contract) 

 Governance  
Another interesting aspect to analyse is the presence of men and women in the governance bodies of the 

University and of ICT/IST Department. Since we found out that top positions in academic and non academic 

personnel are often featured by a high share of men, this might possibly affect those bodies where academic 

strategies and decision making processes take shape. 

 KhNUE KTU UNIMORE UTU WWU 

University M W M W M W M W M W 

Rector 1 - 1 - 1 - 1 - 1 - 

Vice-rector 5 - 0 2 2 - 1 1 1 3 

Executive Board 15 10 11 0 7 4 5 5 3 3 

Academic Senate 35 33 36 13 18 7 - - 13 10 

 

 

 KhNUE KTU UNIMORE UTU WWU 

Department M W M W M W M W M W 

Director 1 0 1 0 1 0   1  0 
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Vice-Director 1 2 2 0 1 0     

Chief Manager   1 0     1 0 

Executive Board 6 4 6 1 10 5   7 1 

Tables 2a and 2b: Governance Bodies at the University and ICT/IST Departments levels by sex 

 

 

 

 

 

KhNUE 

At KhNUE we see that men have the majority of seats at every level of the hierarchy. The rector and vice-rector 

are men. At the Information System Department, we still have a man as director but the deputy director 

position is held by 2 women and 1 man. The executive board still is comprised of 60% men. 

KhNUE 

 M W M% W% 

Rector  1 -   

Vice-rector 5 -   

Executive Board 15 10 60% 40% 

Academic Senate 35 33 52% 48% 

Table 3a.  Governance bodies by sex at KhNUE. University level 
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16 a) KhNUE University level governance 
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KhNUE Information Systems Department 

 M W M% W% 

Director 1 -   

Vice-director 1 2 33% 66% 

Executive Board 6 4 60% 40% 

Chief Manager - - - - 

Table 3b.  Governance bodies by sex at KhNUE. Information Systems Department 

 

 

16 b) KhNUE Department level governance 
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KTU 

At KTU we see that most of the governance is comprised of men, except the vice-director position which is 

held by women. The Faculty of Informatics & Engineering is almost solely comprised of men, with only one 

woman in the executive board. 

KTU University 

 M W M% W% 

Rector  1 -   

Vice-rector - 2   

Executive Board 11 - 100% - 

Academic Senate 36 13 74% 26% 

Table 4a.  Governance bodies by sex at KTU. University level 

 

  

17 a) KTU University level governance 
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KTU Faculty of Informatics & Engineering 

 M W M% W% 

Director 1 -   

Vice-director 2 -   

Executive Board 6 1 85% 15% 

Chief Manager 1 - 100% - 

Table 4b.  Governance bodies by sex at KTU. Faculty of Informatics and Engineering 

 

 

17 b) KTU Department level governance 
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UNIMORE 

 

At UNIMORE we see a high percentage of men in the highest positions, with women representing respectively 

37% of Executive Board and 29% of Senate Board. At the Department of Engineering we see a similar trend, 

although with lower representation of women, 33% of the Executive Board. 

UNIMORE University 

 M W M% W% 

Rector  1 -   

Vice-rector 2 -   

Executive Board 7 4 63% 37% 

Academic Senate 18 7 71% 29% 

Table 5a.  Governance bodies by sex at UNIMORE. University level 

 

  

18 a) UNIMORE University level governance 
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UNIMORE Department of Engineering 

 M W M% W% 

Director 1 -   

Vice-director 1 -   

Executive Board 10 5 67% 33% 

Chief Manager - - - - 

Table 5b.  Governance bodies by sex at UNIMORE. Department level 

 

 

18 b) UNIMORE Department level governance 
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UTU 

 

UTU has a man as the director, and the vice-director position shared by a man and a woman. The executive 

board is gender balanced between men and women. There are no available data for the ICT/IST Department. 

UTU University 

 M W M% W% 

Rector  1 -   

Vice-rector 1 1   

Executive Board 5 5 50% 50% 

Academic Senate - - - - 

Table 6.  Governance bodies by sex at UTU. University level 

 

 

19) UTU University level governance  
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WWU 

 

At WWU we can highlight a pretty balanced situation where women and men are almost equally distributed. 

The rector is a man but the vice-director position is held by a high percentage of women. The IST Department 

is however almost only comprised of men, with only one woman in the executive board. 

 

WWU University 

 M W M% W% 

Rector  1 -   

Vice-rector 1 3   

Executive Board 3 3 50% 50% 

Academic Senate 13 10 57% 43% 

Table 7a.  Governance bodies by sex at WWU. University level 

 

20 a) WWU University level governance  
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WWU Department of Information Systems 

 M W M% W% 

Director 1  -   

Vice-director - -   

Executive  Board 7 1 87,5% 12,5% 

Chief Manager 1 - 100% - 

Table 7b.  Governance bodies by sex at WWU. Department level 

 

 

20 b) WWU  Department level governance  
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 Work-life balance 

In this section we collect data about provisions and services available at RPOs to facilitate and 

achieve work-life balance.  

Work Life balance services and provisions  

 Parental Leaves Tele Working Flexible hours Time Bank 

KhNUE YES NO NO NO 

KTU YES YES YES NO 

UMINHO YES NO NO YES 

UNIMORE YES YES YES NO 

UTU YES YES YES YES 

WWU YES YES - NO 

Observing the table, we notice parental leaves are a common benefit at all the RPOs universities. 

Teleworking is also rather common, apart from UMINHO and KhNUE. Flexible hours are available at 

KTU, UNIMORE and UTU Universities while a Time Bank is only present at UMINHO and UTU. Only 

UTU offers all the benefits we considered. 

 Kindergarten Summer Camp 

KhNUE No Kindergarten 
Agreement with public or private institutions to 

access at reduced rates 

KTU No Kindergarten 
Agreement with public or private institutions to 

access at reduced rates 

UMINHO No Kindergarten 
Agreement with public or private institutions to 

access at reduced rates 

UNIMORE 
Agreement with public or private institutions to 

access at reduced rates 
Presence of Summer Camp 

UTU 
In Finland, everybody has right for kindergarten 

and thus it is offered by municipalities.  
No Summer Camp 

WWU 
Agreement with public or private institutions to 

access at reduced rates 
Presence of Summer Camp 

Tables 8a) and 8b): Overview of work life balance services and provisions by RPO  
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Kindergarten and Summer camps are important benefits that might help to achieve work-life balance and can 

really help to handle both working and family needs opening up more opportunities for career. We can observe 

that kindergarten is not available at KhNUE, KTU and UMINHO, while at UNIMORE and WWU there is an 

agreement in place with public or private institutions to guarantee access to staff and students at reduced 

rates and get reserved seats. In Finland, everybody has right for kindergarten so there is no need at UTU 

University to have one. 

We can see there are agreements with public or private institutions to access Summer Camps at a reduced 

rate at KhNUE, KTU and UMINHO universities while summer camps activities are present at UNIMORE and 

WWU. 

 

 GEP, GENDER BUDGETING AND GENDER EQUALITY 
MACHINERIESS 

At KhNUE University neither GEPs or Gender Budgeting are in place, while we can see the presence of Equal 

Opportunity Machineries. Anyway, Equal Opportunity Machineries members are nominated (not elected) and 

the service is based on volunteer activity. There is small or no evidence of their activities by now. Well-being 

services are not yet present either.  

At KTU University we can see the absence of GEP, Gender Budgeting, Equal Opportunity Machineries and Well-

being services. 

At UMINHO there are no official GEP neither Gender Budgeting while the Equal Opportunity Machineries are 

present and their members are elected and paid. Their activities are reported and show evidence of achieved 

targets. A Well-being service is also present and active and it is reporting conducted activities and reached 

targets. 

At UNIMORE a GEP was approved since 2007 and we can see an evolution in actions taken and the evidence 

of achieved targets. Gender Budgeting is also present, it contains analysis of the structure in terms of gender 

equity indicators and is conducting an internal audit. An Equal Opportunity Machinery is present since 2012. 

Part of its members is nominated and the other is elected while activities are conducted on a volunteering 

base. Reports of activities showing evidence of achieved targets are submitted regularly. Well-being service 

also exists and has its own website. 

At UTU, a GEP is in place since year 1994, actually an EP (Equality Plan, referring to gender and other 

inequalities). It comprises of a system of target indicators and contains a system for its evaluation. EP targets 

also evolve and more than 70% of actions are new, with evidence of achieved targets. 

At WWU a GEP is present since year 1997. In 2000 all other German Faculties also activated GEPs. Since 2016 

there are target indicators for the shares of women among PhD candidates and professors. A system for its 

evaluation is also in a preparation phase. GEP targets are not changing since no numerical targets have been 

set. Gender Budgeting is present and a comparative analysis has been performed for male and female 

professors. The report is not yet available to the public. There are also Equal Opportunity Machineries: the 

Equal Opportunities Office was established at WWU University in 1990. Members are elected and paid at 

university level, but there is also volunteering work done at faculty and department levels. The office has a 

website and publishes a regular report with activities and evidence of achieved targets. A Well-being service 

is also present combined with the Equal Opportunities Office and it publishes a report of activities and achieved 

targets. 
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 Comparison with national data 
 

UMINHO 

 

21) UMinho University comparison with national data  

 

In Portugal we see that graduated women at all levels surpass men up to the PhD level but from grade C 

positions upwards, a positive trend for men is in place as women’s numbers fall. While the graduated number 

of women is 55% to 60%, which should favour them in the grade positions, we see that as the grade increases 

there is a drop in women presence. At UMINHO the trend continues but the number of women is much lower. 

In grade A, less than 10% of women are actually present. 
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UNIMORE 

22) UNIMORE University comparison with national data 

 

In Italy we see a similar trend to the Portuguese one, where the number of graduated women is higher than 

males, but in academic positions there are more men than women. Women’s numbers drop from 60% of 

Bachelor graduates to about 20% in grade A, while men increase from 40% to over 70%. However, at UNIMORE 

the situation is slightly better than the national trend, with about 5% more women in Grade A. 

 

 



D2.5 Gender Equality Assessment Report  

48 

48 | 80 

 

23) UNIMORE Department of Engineering  

 

In national ICT/IST Departments data we see that the number of men and women is relatively constant for all 

positions, only to change in Grade A. The women’s percentage is about 20% and drops to less than 10% in 

grade A. The UNIMORE ICT Department instead, it maintains the same numbers as the other positions, with 

more than 20% women in grade A. In this particular case, the ICT department is doing better than the national 

trend of ICT/IST.  
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UTU  

24) UTU University comparison with national data 

 

In Finland, we see a very high number of women graduated, about 60%, but as the position increase we see a 

drop in their number, to about 30%. In the PhD level, grade C and Grade B women and men have similar 

percentages, but still slightly in favour of men. In grade A the number of women drops consistently. UTU has 

a better percentage of women in respect to the national levels, of about 5%. 
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25) UTU Department of Information Systems (part of the School of Engineering). Unit of Information Systems Science 

Within the Dept. of Management (part of the School of Economics) 

 

The national ICT/IST Area has a high number of men in all positions, but we still see an increase in men presence 

in Grade A. Women stay at about 20% at all levels, except for PhD graduated and grade A in which women 

presence drop to 10% in. In the UTU ICT Department, we see higher levels of women that are graduated with 

bachelor degree and only men in PhD graduate, grade B and grade A. Only grade C has a certain number of 

women, surpassing the national levels. 
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WWU  

 

26) WWU University comparison with national data 

 

In Germany, we see a pretty good balance when we look at graduated numbers, with women and men at 50%. 

However in WWU university, while maintaining a similar trend in numbers of graduated students, in the grade 

C and higher grades we see men increasing their presence to 80%, while women drop to 20%.  
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27) WWU Department of Information Systems and School of Business and Economics 

 

At the WWU IST Department, men surpass 80% of the population in all sectors. In grade B we see only men. 

However, there is no increase of men percentages in grade A, with women maintaining almost 20%. In the 

national ICT/IST Departments, we see that there is almost a 15% advantage in number of women in the 

Bachelor graduated level, but it drops to 5% in Master graduated and drops further in PhD graduated.  
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3 Participatory Gender Audits  overall outcomes  

 Process owners and involved stakeholders 
The 7 RPOs involved in the EQUAL-IST project had the opportunity to run Participatory Gender Audits at their 

Universities, a process which had multiple aims: 

• Getting a clear picture of the state of the art in terms of gender inequalities to expand the knowledge 

and information presented in the National Mini Reports 

• To explore initiatives already taken at the Department/Faculty School level as well as at the broader 

academic level to promote gender equality 

• To complete the mapping of competences and roles of the institutional machineries for gender 

equality where present already initiated when creating the Gender Equality Plans Working Groups at 

each RPO  (GEP WGs) 

• To investigate perceptions and opinions of staff members (both academic and 

administrative/technical) as well as students about gender (in)equality- equality of opportunities 

coming to a shared understanding of the main challenges, both listening to voices of decision makers 

and staff with managerial competences and   

• To collectively identify ideas for potential actions/solutions to tackle those challenges for the purpose 

of initiating a participatory design of the GEPs at each RPO. 

• To set the first steps of the crowdsourced design of the GEPs themselves and broaden the engagement 

strategies of each partner to ensure a wide reach out and internal dissemination of the EQUAL-IST 

Project   

In addition, it was clearly agreed by partners during the 2 capacity building workshops (Venice, November 

2016 and Modena, February 2017) that an additional relevant output of the PGA process would be related to 

start raising internal awareness of different stakeholders, employees and members of the academic 

community on gender equality issues, as all partners are at an initial level of implementation of Gender 

Equality policies and measures.  

In all cases the main level of engagement and the principal organizational milieu for the implementation of the 

PGA was the Faculty/Department Level.  

 

 Leading internal structure(s) Engaged stakeholders from the broader 

University levels 

WWU Department of Information Systems and 

School of Business and Economics (SBE): the 

latter for the survey in particular 

5 decision makers of whom 3 at DSI and 3 at 

SBE 

UNILI Institute of Information Systems Heads and directors of Institutes and 

Departments; Rector Informed to get high 

level support 

UTU Unit of Information Systems Science Within the 

Dept. of Management, part of the School of 

Economics 

// 

KTU Faculty of Informatics & Engineering The director for Strategic Planning The head 

of the marketing department; Coordinator 
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for students affairs; Vice dean; Specialist for 

internal communication. The head of human 

resources department. 

UNIMORE Department of Engineering  Rector; Head of Department of Engineering 

‘Enzo Ferrari’ ; Administrative Director of the 

University; Responsible of the International 

research Office; President of Information 

Engineering Course (Bachelor and Master 

Degrees); Responsible for the UniMORE 

Counseling Service  ; Students 

representatives; Administrative staff of 

Department of Engineering ‘Enzo Ferrari; 

Administrative staff of university HR offices; 

Two non academic staff members that 

volunteer to help as facilitators for the 

participatory workshop 

UMINHO  Mainly Department of Information Systems but 

also School of Engineering. 

Vice-Rector of Internationalization, Female; 

Director of the Inclusion Office 

KHNUE Information Systems Department as well as the 

Faculty Level (Economics of Informatics + 

Faculties of Consulting, Management & 

Marketing) with involvement of top 

management stakeholders from the university 

as a whole (rector included) 

Rector; Head of University Trade Union 

Organization; Head of Scientific and Research 

Department; Head and representatives of 

Marketing and Corporate Communication 

Department; Dean of Economic Informatics 

Faculty and representatives of Dean’s office 

(administrative staff); Head of Educational 

Department; Administrative staff of HR 

department; Academic staff of Information 

System Department; Students of Economic 

Informatics Faculty and other faculties 

Table 9. Overview of stakeholders external to GEP WGs and EQUAL-IST teams engaged in PGA by RPO  

 

EQUAL-IST project team members had in all cases a leading role in managing and executing the PGA process, 

while GEP Working Groups were crucial in setting the strategy for the design and implementation as well as 

for liaising with top management and keep the commitment level from the hierarchies high and to facilitate 

in activating further contacts with key roles (i.e. Statistics Officers, Communication Officers etc.). 

 

All partners took care of engaging a meaningful number of stakeholders not already represented in their GEP 

WG as the table above is clearly showing, both for a full and more complete assessment of Gender Equality at 

each RPO and with the goal of maximizing involving the management and integrating the GEP Design process 

which will mainly focus on IST/ICT Departments and Faculties in the broader set of University policies and 

dynamics. This was also done in view of facilitating participation to the crowdsourcing platform: beyond the 

Deans/Directors of the promoting structures at each RPO, 5 partners out of 7 engaged more or less directly 

the University Rector/vice Rector (UNILI, UMINHO, KHNUE, UNIMORE, KTU) and 6 RPOs reported they have 

engaged Heads/Directors of centralized Units such as Students Services, International Relations, Human 

Resources, Communications etc. (UNIMORE, WWU, KTU, UNILI, UMINHO, KHNUE). 
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The partners have reported on a series of internal conditions and limitations which have had an impact on the 

process:  

• KTU and UTU have stressed how they have been faced with a widespread internal opinion that the 

gender equality is already achieved at their own Universities. 

• The difficulty in finding and collecting gender disaggregated data was mentioned as a limitation or as 

an element which complicated the PGA process by UNIMORE, UNILI, KHNUE, UMINHO. 

• All partners described the PGA process as extremely time consuming, requiring the activation of 

multiple communication challenges, and the difficulty of engaging people to take part to the 

workshops in particular.  

This has been one of the key motivations for partners to change and adapt the Gender Audit Methodology to 

their own internal contexts but also causing a delay in implementing the PGA itself, which in most of the cases 

required one additional month to be finalized. The timeframe for starting up the process and concluding it was 

prolonged from the initial estimate of January2017- mid March until end of April 2017. 

A facilitating element has definitely been found in clearly communicating that the process had the support 

from the highest management levels (Uminho, KhNUE, UNIMORE) possibly jointly with a formal authorization 

to devote time to it within regular working hours.   

 PGA Methodology local adaptation 
 

The PGA Methodology has been flexibly interpreted by partners: although it has remained as the backbone 

and main framework for the operations of almost all partners, individual RPOs had the opportunity to adapt it 

to their internal conditions and contexts. Described in details in D. 2.3, the EQUAL-IST Methodology suggested 

the following roadmap: 

• Initial in depth interviews with staff having management positions to explore perceptions and opinions 

from the highest level of the organization but also to get a full picture of past and ongoing initiatives 

on gender equality in research.  

• Organization of 3/4 thematic workshops and a final workshop to collect inputs from a higher number 

of employees (both academic and administrative) and students, and to start a joint reflect on the 

outcomes of the thematic workshops.  

• Mini survey –short questionnaires targeted at participants of thematic workshop would have helped 

assessing initial opinions and perceptions and bring elements to trigger discussions during the 

workshops further to the presentation of figures and information both from the National Mini Reports 

(D2.2) and from in depth interviews. 

Only two partners, WWU and UNILI had the need to make radical changes to the proposed methodology due 

to extreme difficulty they found in engaging participants to workshops in spite of the many efforts and 

different engagement strategies which were pursued and incentives which were proposed: 
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• WWU opted for replacing workshops with a more in depth and comprehensive survey questionnaire 

extended to the School of Business Economics and used to identify challenges and possible solutions. 

Still at WWU it was possible to hold one workshop with students and to get a deeper understanding 

of the opinions of administrative staff members via a focus group with two secretaries of the 

department.  The survey proved to be successful and was answered by 122 persons, providing WWU 

EQUAL-IST researchers with interesting insights on the current situation and suggestions on 

improvements also thanks to the open ended questions which were designed on purpose to ‘replace’ 

the qualitative information element which was not possible to achieve through the workshops. 

• UNILI had to dramatically reduce the scope and reach out of the PGA and could only organize 1 

workshop with 8 participants who were the only available to join the workshop out of 60 invitations 

which were sent. In spite of this and also due to the valuable information collected via the 5 in depth 

interviews, it was possible for the UNILI EQUAL-IST team to validate the gender audit process and 

collect valuable information to feed into the GEP design. 

Detailed descriptions of the variations to the PGA methodology adopted by each partner can be found in the 

individual Reports by each partners as well as recapped in the updated version of D.2.3   

 Overview of engagement into the EQUAL-IST PGAs  
Drawn by the PGA Reports we can see how 458 participants joined the proposed activities, interviews, 

participatory workshops and substitute survey in the case of WWU. Although this represent a small share of 

the population of the academic communities from the Departments/Faculties engaged in the project, it’s good 

to remind how the Participatory Gender Auditing is featured as a qualitative methodology, where the amount 

of collected information, the openness of the debate, the successful convergence of participants into sharing 

agreement on analyzing causes of gender inequalities, and identifying possible solutions setting the building 

blocks for future action are the true indicators of success. The figure below includes the total of participants 

to each activity, not distinctive attendees, as it doesn’t take into account when the same persons have taken 

part to more than one activity. 

 

28) PGA Engagement: overall number of participants 
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All partners have put in place a multichannel approach to communication and stakeholders engagement, using 

a combination of personal F2F interaction with e-mails sent both to collective mailing list organized by 

employment type (administrative personnel, academic staff, students), news published on the RPO’s websites 

or internal workspaces and the use of social media to target students in particular. 

Some has stressed how the use of personal contact with key persons was preferred as an initial approach to 

avoid misunderstanding and then rely on them for activating their own networks and in parallel send official 

invitations (UNIMORE). In the case of WWU the Managing Director of DIS and the Dean of SBE sent personally 

sent out e-mails to all staff members to motivate them taking part to the survey. 

Multiple arguments have been used to motivate and attract participation which can be summarized as 

following:  

• Participation/democratic argument: express your opinion, let your voice be heard (all) 

• Be part of change argument: contribute to structural organizational change at your university (all) 

• Emphasis on Gender Equality: contribute to make your University more equal or to attract more girls 

to ICT (all) 

• Emphasis on taking part to an innovation process/using an innovative methodology (UNIMORE)  

• Support solving some specific issues perceived as sensitive by a specific staff category (i.e. work life 

balance at UNIMORE to get the interest by administrative staff.  

• Suggest some specific activities (i.e. mentoring used by KTU to address students in particular) 

Incentives have also been offered such as: 

• Lunch/coffee breaks (UTU, UNIMORE, WWU) 

• 10 € incentive to students (WWU) 

• Certificate of attendance (KhNUE, UNIMORE) 

• Working hours permission (KhNUE) 

 Privacy and Ethics 
All partners have strictly followed guidelines foreseen in D1.1-1.3 Requirements on Ethics and Data 

Management and complied to internal regulations and procedures. At all Universities participants to the 

workshops have been previously informed about all issue related to privacy and ethics and have provided 

written consent prior to their participation. Reports of PGA at the RPOs level have been de-anonymized when 

referring to interviews and workshops participants  

 In Depth Interviews 
As foreseen by the PGA Methodology, in depth interviews have been held with decision makers to investigate 

on perceptions and awareness of gender inequalities at each RPOs, and to explore ideas on possible solutions 

and contents of upcoming Gender Equality Plans. The main goal of in depth interviews was to support EQUAL-

IST teams in preparing the workshops by drawing a full picture of achievements, initiatives and actions already 

taken by the University to try and solve gender inequality problems.   

The chart below shows how the 43 interviewees are distributed across the various participating RPOs. 

Respondents are partly overlapping with external involved stakeholders reached out by each partner and 

collected in Table 9 and include also members of GEP Working Groups with management positions. Interviews 

were held in person and via conference calls. Only at KTU it was necessary to adapt the proposed methodology 

and send the questions/collect answers in writing due to lack of time and availability of invited interviewees.   

In general partners reported about positive reactions to the request of being interviewed, some skepticism in 
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some cases, although the impression of lack of time and difficulties to find available slots was also connected 

to a lack of recognition of the issue as a priority. 

The guiding questions proposed in D2.3 were generally followed by partners who flexibly adapted them to the 

flow of the conversation and to add some more context specific questions. 

 

 

29) In depth interviews with decision makers. Number of interviewees  

 

3.5.1 Interviews inputs to the workshops 
From the interviews, a high number of challenges and ideas/solutions as well as information on 

past/existing/foreseen activities and policies was harvested which have been used by partners to design 

workshops exercises in detail and get an initial view from the “top down” perspective before opening up 

“bottom up” consultations. Details of emerged challenges and ideas for solutions collected through the 

interviews can be found in the annexed reports of individual partners reporting (see Section 4). Below we 

present a summary of main observations from partners with regard to connections between interviews and 

workshops in terms of contents design. The interviews were also useful as a first internal test of 

awareness/knowledge levels on gender issues to calibrate language and terminology to the workshops’ 

audiences. 

UNIMORE o Some institutional gender-related policies or meaningful events 

related to gender equality within the university were mentioned during 

the interviews, then used as a basis for the exercise CEX2 Historical 

Timeline during the thematic workshops     

o Some challenges related to gender inequalities within the institution 

emerged and were used by the facilitators to stimulate the discussion 

during the exercise CEX1 Gender Focus Group of the  thematic 

workshops 
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KHNUE o Cases of gender discrimination at the University was used as a case for 

discussion at Workshops. 

o Interviews demonstrated a lack of understanding of gender 

terminology; therefore a glossary was prepared for the workshop 

o Interviews demonstrated a very sparing history of gender movement 

at the University, therefore, it was decided to replace exercises CEX2 

(Historical Timeline) to discussion of the best practices in Ukraine. 

UMINHO o Historical factors of the University, mainly about the programs, student 

awards, and some internal situations involving gender discrimination 

lack of awareness. These contextual factors guided the definition of 

interactions, times and venues. 

o Most part of interviewees took quite some time to identify the 

situations that could be defined as Gender Discrimination. To deal with 

this difficulty and in the preparation of the Workshops, we showed some 

hypothetical problem situations to facilitate discussions 

Table 10. Inputs from interviews to workshops 

 

 Participatory Workshops 

 
Overall 293 people were taking part to EQUAL-IST participatory workshops. This figure is calculated by 

counting signatures from participants lists at the workshops, and therefore includes persons who have taken 

part to more than one workshop. 

As we can see from the two figures below, overall, workshops’ groups were quite gender balanced, with men 

counting for more than 40% of participants although  with some substantial differeneces among partners with 

UTU and UMINHO featured by the more gender balanced teams.  
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30) Total number of workshops participants by sex 

 

31) Workshops participants by sex and RPOs 

The headcount of distinctive participants shows how in some RPOs a quite relevant share of persons attended 

more than one workshop. This was at least partly supposed to happen in particular for the final workshop 

which was targeting (although not exclusively) attendants from previous thematic workshops. 
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31) Total and distinctive participants to workshops, by RPOs 

 

 

Calculated on the overall total number of participants, we can see from the figure below how the majority of 

participants (44%) were from the academic staff and researchers, the primary target of the EQUAL-IST project, 

followed by administrative staff (30%) and students (26%). 

 

 

33) Total workshops participants by employment type 
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34) Total workshops participants by employment type and RPOs 

Situations were varied as expected with more balanced reach out to different employment types in some of 

the involved RPOs, such as KTU and UNILI for example and clear prevalence of the academic component at 

UTU. 

 

3.6.1 Workshops inputs 
All partners made extensive use of the information gathered in previous steps of the project and the Gender  
Audit itself to provide workshops participants with initial inputs to trigger a process where information, 
experiences, opinions could be discussed to come to a common understanding of the main challenges at stakes 
and consequently identify ideas for solutions. All RPOs included inputs coming from: 

• the National Mini Reports delivered in D2.2 and containing basic figures on the internal situation in 
terms of gender inequalities  

• insights from in depth interviews with decision makers: these were particularly useful to shed further 
light on the internal achievements (already implemented actions and initiatives, relations among 
different equality bodies, etc.). 

• mini surveys results: answers from the short on line questionnaires were elaborated and presented to 
mirror most widespread opinions among participants and to facilitate the debate  

• basic definitions of gender equality/equal opportunities/gender mainstreaming and other concepts 
were shared either through initial presentation or through enclosed made on purpose glossaries 

3.6.2 Workshops findings analytical summary  
The table below summarizes along clusters the ideas and solutions which have been selected from the 

workshop. All RPOs have compiled summaries of their PGAs outcomes from the workshops along the primary 

area of interventions for the Gender Equality Plans which have featured the EQUAL-IST approach since the 

beginning. Human Resources & Management Processes; Teaching and student Services; Research Content and 

Delivery and finally Institutional Communication. Reports have been structured using common templates 

which have been provided in advances  

Analyzing the full set of emerging ideas and solutions from the workshops in the 7 institutions involved, it was 

possible to identify 22 common challenges whom the overall 52 proposed ideas have been addressing. These 
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additional categories were framed as a result of comparing all partners overall reports and both relevance and 

completeness of the findings will be validated  during the next partners meeting to be held on 12th June in 

Portugal. The two charts below show how the Human Resources and Management Processes area followed 

by the Teaching & Students Services one got the highest shares of identified challenges and proposed 

solutions. 

 

35) Emerging solutions/ideas from workshops, by area of intervention 

3.6.3 Human Resources & Management processes 
This broad area of intervention was intended to include all employment relation matters (recruitment, 

retention, career progression, work life balance) and Management processes intended as operational 

procedures and governance mechanisms related with or having an impact on Gender Equality policies (roles 

and status of existing gender equality machineries, current strategic plans and documents, existing monitoring 

and evaluation mechanisms). 

Due to the wide coverage featuring this area of intervention and the importance of all matters entailing 

employment and career progression within the core goal of the project (i.e. increasing the number of female 

researchers in IC/IST and supporting their careers), this area was clearly catalyzing most of the identified 

challenges and proposed ideas/solutions from the academic communities involved in the PGA at the 7 partner 

RPOs. 

4 main sub-areas can be classified retrospectively, each of them affected by several challenges to be 

addressed. 

• Work Life Balance: 4 challenges, 10 emerging solutions  

• Gender Segregation (mainly but not exclusively vertical): 5 challenges, 15 emerging solutions 

• Gender Equality Machineries: 3 challenges, 4 emerging solutions 

• Gender  Disaggregated Data Production: 1 challenge, 1 emerging solution  

Work life balance difficulties were clearly indicated as challenging and negatively impacting on a career in 

research, and for women in particular due to stereotypes and traditional families structures which still 

attribute the main caring roles and tasks to women, although it was also highlighted how men are not exempt 

from this either, particularly in countries where more equal arrangements for parental leave have been set up 

(FI). Return to work after leave was mentioned as the most critical time in the working life time. Impact of 

Emerging Solutions by Area of intervention

HR Management and Practices Teaching and Students services

Research design and Delivery institutional communication

Other
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caring duties on a career in research can manifest in reduced capacity to keep up with peer reviewed 

publishing but also in a not being available for international mobility. This challenge has been found to be 

affecting both administrative and research staff, and in several universities also students (i.e. KHNUE). 

In this case, both cultural interventions and structural ones have been proposed  among the emerging 

solutions, which spam from raising awareness and communication type of activities to target the lack of 

understanding of the problem and the missing information of available information (KTU, KHNUE, WWU), to 

more structural ones such as the introduction or the improvement/increase of flexi time –part time schemes 

(KTU) or special provisions to guarantee equal treatment to single mothers  (UMINHO).  Also the creation of 

children rooms and child care facilities available to be used by staff and students have been proposed as 

possible solutions to be included in GEPs (KHNUE, UNIMORE). Individual support measures have been also put 

on the agenda, such as mentoring in particular, reflecting the idea that getting  advice from role models on 

specific issues of work life balance would be useful to parents and women (KTU, WWU), or individual 

career/life plans discussed between each employee and her/his superior (UTU). 

Also lack of information about existing arrangements and rights (to parental leave, to part time and flexi time) 

have been highlighted as a concurring factor and an obstacle to work life balance therefore proposition of 

finding more efficient ways to communicate to employees the already available opportunities has been put 

forward in some cases (KTU, WWU). 

Gender segregation was mostly addressed in terms of the challenge posed by vertical segregation and the glass 

ceiling phenomenon which is blatant in STEM and in ICT and IST in particular, as figures from the quantitative 

data collection showed it is the case for all partners.  

It has been pointed out that there would be a need for having more in depth knowledge about this issue by 

way of running a dedicate survey on the topic to get a clearer understanding of the reasons behind it (WWU)-

A set of identified solutions point also in this case to individual support to be offered to women, via mentoring 

programs (KTU, UNIMORE, UNILI) and provision of role models from the same sector/discipline (WWU, 

UMINHO) but also through a form of mutual support and backing through a Women’s Network (WWU and . 

Also in this case raising awareness targeting decision makers is seen as a tool to get commitment to solve this 

challenge from top management (UMINHO). As one of most frequently mentioned challenge to get women to 

top positions is the lack of suitable candidates who apply, the possibility for opening recruitment processes by 

inviting international candidates has also been raised as a way to enlarge the pool of potential applicants to 

choose from (WWU).  Making sure that young women get more and more included into evaluation panels, 

committees and working group was also proposed as a leadership building tool  (UMINHO). 

Only one partner, namely UNILI, has proposed the introduction and implementation of target quotas to get 

more women into full professorship, while others have identified as a challenge a pre-existing negative attitude 

against positive discrimination and quotas, and proposed to improve either communication on the topic to 

counter those attitudes (WWU) or the problem of lack of implementation whereas quotas for the under 

represented sex in case of equal merit are already foreseen but stay on paper (UTU). 

A set of more specific challenges have been scrutinized during the PGA workshop, such as the lack of 

transparency in career progression criteria, to be solved through a document clearly showing career 

advancement criteria for each department and academic/non-academic staff (UNILI). 

Also horizontal segregation was listed among HR related challenges, and being interpreted along two different 

lines: 
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• Low number of women among ICT/IST academic staff also among lower grades, very common 

phenomenon for almost all partners, to solve which mentoring has been proposed (KTU & WWU) but 

also an adjustment of  existing recruitment procedures to make it possible to attract more women in 

ICT/IST during the recruitment process itself (UMINHO). 

• A more subtle form of gender segregation revealed by the different tasks men and women end up 

undertaking even in management positions  with women making more operational/administrative or 

support work, often serving men they are supervised by, while leaving to male colleagues a more 

strategic type of role and more time to focus on research activities. An idea raised to tackle this goes 

to the direction of taking stock of this difference but valuing the typical female populated tasks as 

criteria for career progression (UMINHO). 

Gender Equality Machineries (Committees, Ombudspersons, equality boards or equality delegates) are also 

considered within the HR & Management processes area: they often have duties related to employment 

matters and moreover they constitute whereas present the institutionalized side of gender equality policies 

responding to or advising the Management levels of Universities. In the EQUAL-IST PGA 3 main challenges 

have identified: lack of funding for these bodies and missing coordination/collaboration  among them, to be 

dealt with through increased cooperation (UNIMORE); lack of a strategic approach in Gender Equality matters 

which are often the subject of sparse and occasional interventions and would require setting up a strategy at 

the whole University level (UNIMORE). As Gender Equality Plans to be designed and implemented in EQUAL-

IST are going to be crucial starting points for approaching the problems, then it has been proposed that they 

should become integrated into the existing Strategic Plans of the University (UNILI). Last but not least, the 

creation of a dedicated Gender Equality Committee has been proposed as a way to fill the gap of non existing 

machineries (KHNUE). 

A cross cutting sub area within Management processes is finally linked to the functions of producing –collecting 

– analyzing internal data where the main challenge is the unavailability of gender disaggregated data or the 

non homogeneity of such data across different academic and administrative structures: potential actions to 

be included in Gender Equality Plan would be aimed at getting gender disaggregated data and statistics on a 

yearly basis to document the main findings related to high/low numbers of students or employees and monitor 

how and why it changes per year (UNIMORE, UNILI). 

 

3.6.4 Teaching and students services 
This domain was meant to represent all issues related to the educational mission of the University therefore 

its teaching activities (didactics and students evaluation) and the services which are targeting current students 

(counselling, special projects to support transition from the University to the job market) as well as perspective 

or potential students (Open Days to present the educational offer to High School students) and other similar 

activities. All EQUAL-IST partners.   

 The PGA at the 7 involved RPOs have gathered and discussed challenges under the  2 main  sub areas of this 

domain: 

• Integration of gender issues into teaching: 2 challenges and 3 emerging solutions 

• Gender segregation in studies choices: 1 challenges and 5 emerging solutions 

About the first area, it was attributed substantially different meanings by the 3 partners that have focused 

their PGA discussions on it: only KHNUE has come to identify as challenge the fact that gender related content 

is lacking recognition in teaching and consequently proposed as a solution the establishment of a Gender 

Studies/Gender Educational Centre at the University level. Both KHNUE and UMINHO have spelled the lack of 
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gender awareness by teachers and students and proposed to close such a gap by way of a training course on 

gender equality issues which  for UMINHO would need to be aimed at increasing teachers’  awareness on work 

life balance issues that might affect students. WWU has proposed instead to focus on gender sensitive 

language use by teachers, proposing that it could to become one quality indicator in the evaluation of teaching 

activities. 

The challenge of low number of female students to ICT/IST courses was clearly one of the most discussed 

during PGA workshops at all RPOs also easily acknowledged by participants as more directly ‘evidence based’ 

issue, emerging from the quantitative data collected and presented in chapter 1.  Although during the 

facilitated dialogues at the workshops arguments about choices and preference of girls ‘naturally’ going to 

disciplines different than STEM and ICT/IST, the influence of gender stereotypes and the role played by schools 

and families in keeping girls far from computer sciences was acknowledged. In terms of the proposed solutions, 

the attention was brought both to positive actions specifically targeting girls than to a more mainstreaming 

oriented approached aimed at integrating a gender perspective into  already existing activities/tools put in 

place at each RPO. 

Several partners focused on initiatives to be organized by the University jointly with schools from different 

grades, from primary to middle –high schools to attract girls to these studies and to debunk stereotypes which 

identify programming as a male domain and with ‘nerds’ identities topic KTU, WWU, UNIMORE, UTU all 

achieved consensus on the importance of collaborating with schools: KTU and UNIMORE formulated  different 

type of initiatives and mentioned also primary-middle schools as targets including having female University 

staff counselling and being role models for high school students, while WWU and UTU focuses their proposed 

solutions on this particular type of action.  The idea of initiating new Study Programmes based on an 

interdisciplinary approach merging ICT/IST with social issues, health services, fashion etc. was raised by KTU 

reflecting the opinion that leveraging on the potential and concrete impacts of ICT on society and business 

could increase the attractiveness of this domain in the eyes of girls.  

Of the ‘mainstreaming’ type, we can find the idea of rethinking and re-designing communication materials 

targeting perspective/potential students to change the representation of ICT/IST studies, showcasing girls as 

role models for example (WWU, UMINHO), but also including specific or dedicated activities for girls in existing 

initiatives such as Open Days aimed at promoting enrolment (WWU, KHNUE, UTU). 

Research content and delivery 

• Lack of women leading research projects, 3 emerging solutions 

• Gender dimension not included into research contents and methods, 3 emerging solutions 

This content area was primarily intended to cover the issue of gender in research both at the level of gender 

balance in research teams and research leadership roles from a gender perspective but also the issues of 

gender dimensions and gender indicators as part of the research content and methodology development. The 

first sub-area was, in the context of the EQUAL-IST PGA, partly overlapping with issues of gender horizontal 

and vertical segregation under the HR & Management processes area(see above) definitely one of the most 

frequently highlighted challenges therefore in hard sciences and technology and ICT/IST in particular. In that 

area though, discussions were including employment at all levels academic (research, teaching, management 

of academic structures) and administrative as well.  Still this overlapping could most probably explain why on 

the first sub-area and challenge related to the Lack of women leading research projects, only 2 partners 

(UTU/KTU) proposed the 3 solutions at stake even though in the HR & Management area with focus on 

horizontal and vertical segregation, the same issues happened to be fairly populated in identified challenges 

and suggested solutions. Here, under this more specific framework, one form of positive action was suggested, 

such as the establishment of a Research fund for young women researchers (KTU) but also tutoring women 
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researchers to encourage them in applying for research funds (KTU and UTU). More specifically UTU 

participants to the workshops were reflecting on the typical practices of assigning scientific leadership of 

research projects mainly to full professors while at the same time they use to delegate the real work to junior 

research fellows. Although still in a general form, the suggested idea went to the direction of finding new ways 

for a shared responsibility of  research leadership between more experienced researchers and junior/younger 

researchers. 

Interestingly, only 2 of RPOs (UNIMORE & UMINHO) focused on the second sub-area and challenge more 

focused on gender dimension in research content, and none of them related it to ICT and IST in particular but 

rather addressed the issue from a broader point of view, also recognizing the inner ‘interdisciplinarity’ of 

gender issues (UNIMORE): the identified problem and challenge is here the lack of recognition of the relevance 

that including a gender dimension into research, and which could be solved by way of establishing a 

Interdisciplinary Gender Centre and creating a dedicated web space to map all existing sparse gender 

competences at the University and promote collaboration. Also in this case it has to be stressed how the same 

topic was partly overlapping with the Teaching and Student Services: due to the intrinsic interconnections 

between research and teaching activities, similar solutions were proposed in that are for example by KHNUE, 

in the form of establishing  a ‘Gender Educational Centre’ and gender studies courses. The third solution 

proposed by UMINHO to solve the lack of integration of a gender dimension into research content, “Raising 

research unit’s directors’ awareness about the relevance of gender equality policies and research topics” was 

actually the same proposed under the Gender Segregation area within HR and Management process, as the 

issues at stake are definitely deeply intermingled. 

Overall, it is clear that the possibilities for considering gender as a variable in programming and designing 

ICT/IST solutions do not seem to be prioritized by most of the project partners: there’s clearly an 

understanding of the universal and abstract nature of algorithms that make it difficult to look at them as ‘socio-

technical artefacts’1 which may be subject to implicit ‘gender scripts’2. It might be worth further investigating 

to what point this missing prioritizing was due to a lack of understanding or concrete examples on how 

integrating a gender perspective in ICT/IST research. 

3.6.5 Institutional Communication 
All ways and  channels through which the image of the University is conveyed and communicated to the public 

as well as internal communication processes and documents with the academic communities and within the 

administrative/bureaucratic management are in focus when it comes to looking at Institutional 

Communication with gender lenses. Gender bias in visual and textual communication is scrutinized with the 

purpose of achieving gender neutral (avoiding stereotypes and bias) and gender sensitive (able to appeal and 

attract both genders) communication.  Under this area 2 main challenges have been identified, for whom 5 

emerging solutions have been proposed in total  

• Gender stereotypes/bias in institutional communication, 3 emerging solutions 

• Communication not targeting/not attractive to girls, 2 emerging solutions 

Raised also as solution to fill the gaps identified under the HR & Management areas, the improvement and 

coordination of communication on existing activities and provisions on Gender Equality has been proposed by 

                                                           
1 Agarwal, R., A.K. Gupta, and R. Kraut. 2008. Editorial overview—The interplay between digital and social networks. 
Information Systems Research 19 (3):243-252. 
2 Nelly Oudshoorn, Els Rommes and Marcelle Stienstra, 2004 
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working groups at UNIMORE and UNILI (in this case in the specific form of guidelines for new employees from 

the HR Dept. and for students). 

The need for raising awareness activities on gender sensitive language was common to WWU (also via 

marketing materials), KHNUE, (targeting staff of Marketing and Communications Dept.), UMINHO (at the 

Rectorate and Schools’ levels), while UNIMORE teams identified as a best way to try and achieve the same 

goals the establishment of a working group on best practices in gender sensitive communication.  

The second challenge ‘Communication not targeting/not attractive to girls’ is also deeply connected with the 

(Potential) Student Services area, where RPOs were not surprisingly pointing at communication materials/tools  

as a mean for attracting more girls to ICT/IST studies. 

Here the promotion of  IST courses within the School conveying the idea that is interesting and relevant for 

both men and women  was proposed by UTU’s team, while  almost on the same page although more bending 

towards positive actions targeting girls in particular, KTU mentioned the Promotion of  women in ICT/IST 

success stories and the organization of dedicated events for girls. 

3.6.6 Other 
Beside the 4 main topical areas which were proposed and identified as initial frameworks for discussion 
within the EQUAL-IST approach, 2 additional changes were raised by UTU and WWU respectively:  

• Gender Bias in gender equality policies (UTU) 

• The future of the GEP after EQUAL-IST termination (WWU) 

A substantial place in dialogues taking place during the EQUAL-IST PGA workshops at UTU was held by 

discussions about the contradiction of gender policies being often  gender biased  as focusing on women only 

and therefore excluding men’s problems. This was raised by first reactions to the proposed questions within 

the mini-survey preceding the workshops as the questions were judged by invited respondents as biased in 

favour of women (presupposing that women are discriminated against). This led to amendments and changes 

in the formulation of the questions within the survey but also to the choice from the EQUAL-IST UTU Team of 

raising and addressing this issues explicitly during the workshops. This can be framed in the specific Finnish 

context featured by  advanced gender equality policies in Finland and the objective reality of the country 

performing very well under this respect according to most of the indicators in the EIGE Gender Equality Index: 

as a consequence, the self perception which is widespread among Finnish people is about being an ‘equal 

country’ and working into equality oriented organizations, especially in the public sector. As a recent part of 

the public debate in Finland, concerns have been raised in particular by men’s rights movements and other 

groups that gender quality policies have taken a discriminatory approach by excluding men’s problems such 

as military service obligations, higher drop out rates from education and lower life expectancy rates. It seems 

these trends were reflected into the EQUAL-IST workshops although broader in scope and not fully pertinent 

to the EQUAL-IST specific goals. Still, the relevance of the EQUAL-IST aims for UTU was clarified during the 

workshops as fully fitting to the Unit of Information Systems reality, given the very low share of women 

researchers and in top grades: it was most probably needed to let concerns, doubts and discontent towards 

gender equality policies emerge and be discussed during the workshops. This can be understood as a 

preliminary step to make it possible that the concrete measures for raising the number of women researchers 

and attracting more girls to IST studies  which will have to be designed and  implemented within the UTU’s 

GEP, are framed in a language and supported by arguments that do not allow to raise any doubts about their 

being discriminatory against men and instead include men themselves as much as possible in the search for 

solutions. In fact, the identified solution by UTU’s team was described as “Reframe gender equality policies as 

relevant for and addressing both men and women”. Reference to the importance of taking intersections 
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between gender and other inequalities into account (ethnicity, class, age, sexual orientation etc.) was also 

made: the fact that the broader Equality Plan at UTU has already been shaped by a broader approach taking 

all inequalities into consideration and not only gender might have also played a role into these debates and 

leading to consider the focus on women as a backlash   

As another  additional challenge spotted during the WWU PGA process, mostly through the survey and in 

depth interviews,  the “Open issue about future of the GEP after EQUAL-IST termination” was mentioned. This 

is highly pertinent for all EQUAL-IST partners and therefore it can definitely be stated that that the proposed 

solution at WWU of address sustainability issues already within the GEP design would be important to be taken 

in consideration and adopted by all RPOs and linked to related tasks in WP5. The same concern was expressed 

by the KNHUE team  in reporting about the overall PGA  process: although not identified as a challenge by 

workshop participants, a concern was raised about the future due to the opinions shared at the management 

level and detected along the auditing process by the EQUAL-IST auditing team, that  

 

 

 

 

 

 

 

 

 

 



 

 

Summary table of the challenges and related ideas/solutions raised and proposed during EQUAL-IST PGA workshops  

Main 

Area  
Sub- Area Challenge Ideas/Solutions RPOs 

H
R

 &
 M

an
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em
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n
t 

p
ra

ct
ic

e
s 

Work Life 

Balance  

Lack of awareness and communication  
 

ICT Careers presentations with focus on work life balance KTU 

A training program on gender issues for staff and students KHNUE 

Raising awareness workshops for managers  WWU 

Missing information and communication of 

existing rights and provisions 

Communicating about the opportunity for flexible working hours during the hiring process 

of researchers  
WWU 

Making existing work life balance provisions and the work of Equality Machineries more 

visible 
KTU, WWU 

Lack of individual support measures  
Mentoring programs for women/parents KTU, UNIMORE 

Individual career/life plans between each employee and her/his superior UTU 

Need for setting up new facilities and provisions 

On campus child care facilities UNIMORE, KHNUE 

flexible working times; telework; KTU 

Equal treatment provisions for single mothers UMINHO 

Gender 

Segregation 
Vertical segregation 

Mentoring programs for women KTU, UNIMORE WWU 

(focus on doctoral 

students), UNILI 

Ensure visibility of role models (existing women in apical positions) WWU, UMINHO 

Raising awareness activities targeting decision makers and managers  UMINHO 

Job offers attracting international researchers   WWU 

Introducing target quotas  to fill in professorship positions  UNILI 
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Internal survey/research to understand why female PhD holders didn’t continue with their 

academic a careers 

 

WWU 

Ensure visibility to cases of inequalities  and their consequences in hindering career 

progression, mobility etc. 
UMINHO 

Create a Women’s Network  WWU (alumni), UNILI 

(female staff) 

(raise awareness about the importance of ) increasing the share of young women in 

evaluation panels, committees and working groups 
UMINHO 

Lack of transparency in career progression 

criteria  

Create a document which shows the career advancement criteria for each department and 

academic/non-academic staff 
UNILI 

Positive discrimination in recruitment and 

appointment (Widespread negative attitude 

against, and  lack of implementation)  

Communicate more effectively that merit (not gender) is the selection criteria 

and highlight the reasons behind positive discrimination actions 

 

WWU 

Implementing existing provisions on quotas for top positions to be assigned to the under 

represented sex when two equally qualified employees have applied  UTU 

Horizontal segregation (as low share of women  

in ICT/IST and tendency to take on 

administrative/support tasks) 

Adjusting recruiting procedures to attract more women in ICT/IST during the recruitment 

process UMINHO 

Mentoring programs KTU, UNIMORE 

Lack of recognition of operational management 

tasks often undertaken by women 

Recognize operational management tasks in career progression at the same level as 

strategic planning are 
UMINHO 

 

Gender Equality 

Machineries 

Few dedicated resources and coordination on 

Gender Equality 

 

More coordination among existing machineries UNIMORE  

Lack of strategic approach Long term strategy by the University as far as GE is concerned  UNIMORE  
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Embed the GEP into the University Strategic approach UNILI 

Lack of an internal Gender Equality Machinery Create a Gender  Equality Committee KHNUE 

Gender 

Disaggregated 

Data and 

Monitoring  

Procedural- operational  difficulties in 

producing and integrating gender 

disaggregated data 

Gathering gender disaggregated data and statistics on a yearly basis to document the main 

findings related to high/low numbers of students or employees and monitor how and why 

it changes per year 

UNILI/UNIMORE (focus on a 

centralized system) 

Te
ac

h
in

g 
an

d
 s

tu
d

en
ts

 s
er

vi
ce

s 

Integration of 

gender issues 

into o teaching  

Lack of recognition of Gender Studies’/issues 

relevance  

Set up a Gender Studies Centre  
KHNUE 

Lack of awareness from teaching staff and 

students of gender issues in general and the 

impact of work life balance on students’ lives 

Raising awareness and training activities to research and teaching  staff (and students*) on 

gender issues  
KHNUE, UMINHO (focus on 

work life balance) 

Include use of gender sensitive language by teachers as an indicator in the evaluation of 

courses  WWU 

Contrasting 

gender 

segregation in 

studies choices  

Stereotypes about ICT/IST studies _Lack of role 

models for girls  

Projects and initiatives to attract girls to ICT: University collaborating with local primary- 

middle schools 
KTU, UNIMORE 

Counselling high school girls to motivate them choosing ICT/IST Studies (having the RPO 

staff – and female professors as role models- visiting high schools) 
KTU, WWU, UNIMORE, UTU 

Upgrading/rethinking information/dissemination materials targeting perspective students WWU,UMINHO 

Integrating initiatives for girls & ICT/IST into existing activities to promote enrolment to the 

University and/or into existing projects and info days for girls in STEM/ICT 
WWU, KHNUE, UTU  
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Create new ICT/IST Study programmes with an interdisciplinary approach to motivate 

more girls to apply 
KTU 

R
e

se
ar

ch
 c

o
n

te
n

t 
&

 

d
e

liv
er

y 

Lack of women leading research projects  

Funding for young  women researchers  KTU 

Tutoring women researchers/encouraging researchers to apply for research funds KTU, UTU (all genders) 

Share leading responsibility with less experienced researchers UTU 

Gender dimension not included into research contents and 

methods 

 Interdisciplinary Gender Research Centre  UNIMORE 

Raising research unit’s directors’ awareness about the relevance of gender equality policies 

and research topics 
UMINHO 

Web space with visibility of gender related research results & internal mapping of gender 

competences 
UNIMORE  

In
st

it
u

ti
o

n
al

 C
o

m
m

u
n

ic
at

io
n

 

Gender stereotypes/Bias in institutional communication  

Establish working group on best practices in gender sensitive communication UNIMORE 

Improve and coordinate communication on existing activities on Gender Equality, 

provisions and facilities   

UNIMORE, UNILI (via 

guidelines for new 

employees from the HR 

Dept. and for students) 

Raising awareness activities on gender sensitive language  WWU (also via marketing 

materials), KHNUE, 

(targeting staff of Marketing 

and Communications 

Dept.), UMINHO (Rectorate 

and Schools’ levels) 

Communication not targeting/not attractive to girls 

Promote women in ICT/IST success stories and dedicated events for girls KTU 

Promote IST courses within the School conveying the idea that is interesting and relevant 

for both men and women 
UTU 

O t h e r 
 

Gender bias in gender equality policies focusing on women only Reframe gender equality policies as relevant and addressing both men and women UTU 
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Open issue about future of the GEP after EQUAL-IST termination 
Address sustainability issues already within the GEP design 

WWU 

Table 11. Summary of common challenges and proposed solutions during PGA workshops  

 

 

 

 

 

 

 

 



 

 

3.6.7 Preferred solutions and foreseen tools 
 

 

36) Proposed interventions by type 

It is interesting to take a cross-sectoral look at the emerging ideas and proposed solutions: the chart above 

shows distribution along a set of clusters based on a first intuitive typology. It spots how communication and 

dissemination play a leading role among the envisaged actions that could be undertaken and included into 

GEPs. At the second positions the adaptation and change (as well as enforcement)  of existing provisions and 

measures, where a gender approach should be integrated (from evaluation to recruitment processes and 

students services etc., including all areas of interventions), followed by  raising awareness (where in some 

cases decision makers have been set as the main target groups), the creation of new structures or entities 

(networks, working groups, committee, centers) and the provision of mentoring and coaching services (for 

researchers but also potential students).  Production of further evidence than the one provide by the PGA and 

quantitative data analysis has been also advocated as necessary, jointly with improving the coordination of 

existing measures and policies. 

It can be noticed how dissemination and raising awareness measures alone constitute a large share of the 

proposed initiatives: this can be attributed to the initial stage of implementation of gender equality policies 

at all RPOs and is coherent with the lack of awareness/knowledge of these issues which has been observed 

by all partners. As from the Reports, it also emerges how these type of solutions are better defined in terms 

of scope and targets than those included in the type of “Change/adapt existing provisions” which have been 

formulated much more vaguely as such adaptation and change would require more in-depth discussions and 

internal negotiations with management structures that can only start in the design phase of GEP after the 

crowdsourcing phase has been concluded. 

If we  merge together all actions clustered as creation of new services, change/update and adaption of existing 

provisions/creation of new structures, mentoring & coaching services and coordination of existing policies, 

under a same category that we can define “structural change”, while we group communication and 

dissemination, raising awareness and produce  further evidence as “preparatory change”, we see that the 

trend expressed by the PGA working group in EQUAL-IST has gone to the direction of a predominant number 

of ideas pointing at “structural changes”, although putting these into practice will require internal work, and 

consensus building to bring them from the ideation to the true design phase. 
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37) Ideas/Solutions clustered by changes type 

 IST-ICT specificities 
Reflections coming from the Gender Audit processes were all started and conducted keeping ICT/IST as a main 

focus, although due to the involvement in the auditing steps of stakeholders coming from central levels of the 

Academic administration as well as other departments, and because of the participation from administrative 

staff members, discussions were often landing to issues broader than the specific disciplines and working 

environments related to ICT/IST.  Point of departure for all partners was the acknowledgement of women 

under representation among academic staff being more severe in ICT/IST studies, and the same for the ratio 

of girls among enrolled students. During the workshops multiple reasons for this gender unequal state of the 

art were mentioned and raised, with gender stereotypes very frequently named as roots of cultural and social 

constructions leading both men and women to think of  STEM and ICT in particular as a male domain. These 

beliefs are permeating: 

• schools and families influencing girls and boys when they make their studies choices  (UNIMORE) 

• adult women and men at work, as  “women do not feel enough evaluated and usually do not feel 

enough competent to take the leading positions in the technology sector.   In some sectors, men still 

have a negative attitude toward women workers”. (KTU)  

Overall, the image of ICT/IST is considered to be strongly biased and contributing to change it is identified as 

one of the main priorities of actions to be put in place through Gender Equality Plans : “There could be more 

females in ISS and this should be endorsed by promoting ISS for students by both, males and females. The 

need for the role model was also raised and awareness raising is needed to show that ICT/IST is not area for 

any specific genres but open for everyone” (UTU). 

These beliefs are so deeply entrenched into academic structures within ICT/IST Departments and Faculties 

that  all reports from all the 7 RPOs partners in EQUAL-IST witness how along the PGA process, either in 

interviews, workshops or surveys, the argument that under representation of women in ICT/IST is “normal” or 

“natural” or even “ a result of women’s choices” was met and discussed, although at the end consensus was 

achieved on the influence of socio-cultural constructions behind such a perception of ‘normality’ from insiders.  

In the choice of study careers though computer programming seems to meet more easily the interest of girls 

when it is applied to management like it is the case in IST (UMINHO) and as reported from discussions at KTU 
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where the idea/solution of setting up new Interdisciplinary Study Programmes  crosscutting ICT and other 

scientific or artistic fields was suggested as a way to attract more girls to ICT/IST Faculties. 

Another peculiar trait of the impact on work life balance implied in working in ICT/IST was noticed during PGA 

workshops at KHNUE: as this is one of the “most quickly changing activity fields, professionals need to 

constantly improve their skills due to a high amount of new IT products and new applications, tendencies and 

issues that should be analysed and hacked in a short periods of time. Women after  maternity leave (…) should 

invest a lot of time to catch up with men who have more time to invest in their career development. (KHNUE 

Overall Report). 

Looking at the proposed solutions as outcomes of the PGA it can be noticed how ICT/IST  specific actions are 

those included in the areas of intervention related to Teaching and (potential) Students Services in particular 

and aimed at promoting coding since early stages of education as well as role models for girls in order to 

motivate and attract them towards Informatics and related disciplines and at the same time deconstructing 

the myth of ICT IST as male domains, as for attracting potential female students one of the most frequently 

suggested means was precisely communication, also Institutional communication included several ICT/IST 

specific actions those to be put in place with the goal of making on line and paper  materials more 

representative of and attractive for girls.  

 Constraints and resistances 
 
The main constraint faced by all partners in spite of the substantial effort put in place, was the difficulty in 
engaging staff members and students in participating to the workshops and partly also to get the availability 
of decision makers and management staff to be interviewed. Most reported reason by all RPOs was lack of 
time in a very busy period at the end of the first semester when both students and teachers/researchers have 
multiple academic and administrative deadlines and exams are taking place. This lead 2 partners (UNILI and 
WWU) to reduce the number of workshops suggested by the PGA methodology to one workshop only, and in 
the case  of WWU as the only group which was possible to gather and involve in a workshop was students, 
replacing the participatory exercises with a comprehensive survey which at the end was successful and got a 
high response rate. For similar reasons, KTU decided to hold the interviews in writing instead of as face to face 
interviews. 
           This constraint can be mitigated in future actions by more carefully choosing to schedule project related 
events and actions as far as possible from end of semester deadlines. 
 
3 partners met also with a lack of interest in the topic (KTU, KHNUE, UMINHO) described in some cases as 
mainly pertaining the administrative staff (KTU) or men (KHNUE) and students (UMINHO, KHNUE) in particular. 
Lack of internal expertise was also mentioned by KHNUE as a constraint at this stage. 
 

 This constraint could definitely be expected considering that all the involved RPO, either at the 
University or at the Department/School level, are at an initial stage of implementing gender equality 
policies. Situation shall be found to improve at least in part  as the EQUAL-IST actions will roll out and 
different stakeholders will have the opportunity to familiarize with it. Gender expertise of EQUAL-IST 
teams will gradually be gained and/or refined throughout project implementation and its 
learning/capacity building opportunities and supporting partners in the consortium as well as 
interaction with Advisory Board Members and other twin EU funded projects within the same EC policy 
framework. 

 
On one side gender equality seems not fully understood to be relevant to STEM and ICT/IST, being gender 
equality most often studied in political science/social sciences departments. The difficulty was in the case of 
students for example, more an initial lack of understanding and a ‘denial’ type of resistance, as a tendency to 
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consider that equality is already a fact, or defined by some partners as “a tendency to normalize gender 
inequalities” which is typical for younger generations who still feel they are in control of their lives and choices 
and have not faced yet with inequalities which manifest mostly during employment life and career progression. 
Both UNIMORE, and UMINHO and WWU after experimenting a lack of interest among students at the 
beginning, managed to raise curiosity and trigger stimulating debates during the workshops.  
At UTU for example some resistances seemed to take the form of repeated arguments about the country and 
the University having already put in place very advanced  gender equality policies and therefore the issue 
cannot be considered as a priority any longer. 
 

In order to overcome this resistance it is important that all partners and EQUAL-IST team members and 
WGs, align in bringing all discussions to the very specific and concrete issues and facts related to gender 
inequalities and horizontal/vertical segregation among staff in ICT and IST as well as the low share of female 
students enrolled in these disciplines, in order to avoid digressions on more general topics and stick to concrete 
actions that are in need to be implemented through GEPs.  
 
Sceptical attitudes were found as prevailing among administrative staff members at UNIMORE, more towards 
the realistic possibility to achieve structural change than regarding gender equality issues and policies as such: 
long term employees from the public administration sector might be influenced by public sector reform issues 
and public spending cuts which have recently dramatically changed the reality of state workers in the last 
decades.  

In some cases individual resistance to provide/disclose information and to acknowledge inequalities were met 

during workshops and interviews interpreted as protective actions, possibly  to confirm one’s own loyalty 

toward the University and the willing not to be identified as too much critical (KTU).  

 Structural change  for gender equality to be realistically presented as a middle-long term goal which is in 

need of taking immediate and consistent steps and measures to be constantly  monitored. Collaboration with 

the project, engagement and consensus towards gender equality policies shall be communicated  as taking 

place at the ‘structural- organizational’ level, therefore going beyond individual positions and biographies 

which are always subject to privacy protection, although each individual should and is normally expected to 

stand against discriminatory practices according to work- ethics.   

 
‘Diminishing’ type  of resistances were met during workshops as in particular among men, some individuals 
were hiding ‘veiled laughing’ when gender issues were presented and discussed, which typically happens when 
policies goals get to be ridiculed (UMINHO).  
Stereotypes about gender policies labelled as ‘feminist’ and “thus excessively based on ideological and 
emotional rather than rational, scientific, or legal arguments” were also expressed in discussions (KHNUE). 
Also at UTU men’s issues emerged as sensitive during debates, ending up with questioning the EQUAL-IST 
approach as limited as not taking into consideration men’s perspectives and  converging on the proposal of 
changing the project’s framework to make it more inclusive of men’s points of view and avoid conflicts 
between men and women. 

 Ridiculing can be approached by reverse irony towards ‘childish’ attitudes . Stereotypes against 
‘feminist ideology’ can be contrasted by using arguments related to the widespread increasing  
adoption of gender equality policies by national and multilateral organizations more and more 
deployed as an evidence based type of policy supported by statistics, indexes and specific scientific 
studies in many disciplines on  the issues at stake. 
 Men’s issues can be approached in a constructive way by actively engaging men into EQUAL-IST design 
and implementation steps and discussing/highlighting how changing the typical male dominated ‘nerd’ 
imagery of ICT/IST could be beneficial for men as well under many respects, but also implementing 
sound work life balance measures could have very positive impacts on men’s quality of life. The 
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argument (and possibly the practical experience of) of diverse teams and leadership as a driver for 
research quality and excellence is also useful to overcome this type of resistances. 

 
Expectations from the management levels that gender work has to be voluntary pro bono work. Sustainability 
difficult to envisage it in perspective after the project has ended. (KHNUE) 

 

 Conclusions  
Positive conclusions can be drawn from the results of Participatory  Gender Audits conducted at the 7 involved 

RPOs, both quantitatively and qualitatively speaking: 

• More extensive and fine grained quantitative data collection disaggregated by sex on horizontal and 

vertical segregations across students’ and researchers’ careers, work life balance and gender 

representation in governance structure allowed to draw refined descriptions of internal state of the 

art by gender disaggregated data collection, integration and visualization 

• 458 contacts /engagement into all proposed activities supported the internal bottom up and 

consensus building strategies  

• 43 interviewees from management levels mostly provided with opportunities for in depth discussions 

with managers and gave hints both for workshops preparations and for adjustment of the GEPs WG 

strategies  

• 287 overall participating people to workshops allowed to let critical issues and resistances emerge and 

be discussed and constituted a creative base for a first idea generation exercise  

• 22 common challenges identified and 52 proposed solutions prepared the next crowdsourcing phase 

of the GEPs participatory co-design experiments at EQUAL-IST. 

In spite of the several constraints and resistances which were faced by EQUAL-IST Teams steering the process, 

all partners acknowledged PGAs have represented a valuable baseline and a necessary first step to nourish the 

crowdsourced design of GEPs: participants to workshops were invited to spread the word and become EQUAL-

IST ambassadors in stimulating registrations and submission of challenges, comments and ideas for solutions 

through the CrowdEquality Platform. 

 

 

 

 

 

 

 

1 Annexes _Links to individual PGA reports at each RPO 

1.1 Westfaelische Wilhemsuniversitaet Muenster (WWU) 
Link to overall report  

Link to Survey 

https://www.dropbox.com/sh/tb2fqqegut7xxa9/AADoySVySqcVpoCzQ2hxvOd1a?dl=0
https://www.dropbox.com/s/j7mbglgmkajy7b3/5.3.%20Annex.%20Survey%20on%20Gender%20Equality%20%26%20Diversity_WWU.pdf?dl=0
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Link to workshop materials 

Link to in depth Interviews reports  

1.2 Universitat Lichtenstein (UNILI) 
Link to overall report 

1.3 Turun Yliopisto (UTU) 
Link to overall report 

Link to workshops reports 

Links to in depth interviews reports 

1.4 Kauno Technologijos Universitetas (KTU) 
Link to overall report 

Link to workshops reports 

Links to in depth interviews reports 

1.5 Università di Modena e Reggio Emilio (UNIMORE) 
Link to overall report 

Link to workshops reports 

Links to in depth interviews reports 

1.6 Universidade do Minho 
Link to overall report 

Link to workshops reports 

Links to in depth interviews reports 

1.7 Simon Kuznets Kharkiv National University of Economics 
(KHNUE) 

Link to overall report 

Link to workshops reports 

Links to in depth interviews reports 

https://www.dropbox.com/sh/le4dwdkvnaa8yd7/AAAXmR63SC8GsE6ImSkIBK4la?dl=0
https://www.dropbox.com/sh/sin2hw2c42frm6d/AADkWoxVOyAI7fH77NRoHg_ma?dl=0
https://www.dropbox.com/s/wnrbl2ohhivhbho/D2.5%20PGA%20Overall%20Reporting%20Template_UniLi_V2.docx?dl=0
https://www.dropbox.com/s/9gomldgi1kijqqa/D2.5%20PGA%20Overall%20ReportUTU_final.docx?dl=0
https://www.dropbox.com/sh/7fjyny3u4eynhdo/AACHlKHCLYczSs2qzbtNIHGia?dl=0
https://www.dropbox.com/sh/cin9ca6yrjtdirt/AAAqKJP7UwqeawHeTE5ogu9Oa?dl=0
https://www.dropbox.com/s/58f5l7gxdprjkux/D2.5PGAOverallReporting_KTU%20final.docx?dl=0
https://www.dropbox.com/sh/4jjzpgq07wwrzx5/AACHXwabruAvhwtnPHXE0RVsa?dl=0
https://www.dropbox.com/sh/gdu4coielbw8h90/AAAYICz9S9LftLlrykAnfe42a?dl=0
https://www.dropbox.com/s/ljcvnmvjcfow9a9/D2.5%20PGA%20Overall%20Reporting_UniMORE_%20final.docx?dl=0
https://www.dropbox.com/sh/s6gawdxogjd6bwu/AADd3-p7puZ8UTwlaL6RcWrta?dl=0
https://www.dropbox.com/s/5m5942aztbnr3yp/Interviews_reports_UNIMORE.docx?dl=0
https://www.dropbox.com/s/ngrgera13fx0af5/D2.5%20PGA%20Overall%20Reporting_UMinho_final.docx?dl=0
https://www.dropbox.com/sh/p24ixav234tkp15/AAB55tx2mH4-l1mTp4kY2K8la?dl=0
https://www.dropbox.com/sh/anhhwxkwhd10rw7/AABXpcLwgVJsIPNP7yDVlItpa?dl=0
https://www.dropbox.com/s/1kd1df8uxd791sc/D2.5%20Gender%20Equality%20Assessment%20Report_KhNUE.docx?dl=0
https://www.dropbox.com/sh/pnooqoblingztvz/AAARZpzBVwJAfuyTkbjQhceDa?dl=0
https://www.dropbox.com/sh/joe30mmmrix26eq/AADnzmPMm1n6uxfms37qxr81a?dl=0

