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1 Executive summary 
This toolkit is intended to be an agile reading providing EQUAL-IST partners with examples of good practices 

and concrete initiatives which have been found to be suitable for Computer Sciences and Information Systems 

Departments/Faculties or, more broadly, STEM research environments to make structural changes for gender 

equality real at a University or Research Organization level. It draws on existing literature and documentation 

collected via: 

• Extensive desk research 

• Good practice analysis conducted through in depth interviews for Deliverable 2.1 State of the Art 

Analysis 

Information has been organized along the main areas of interventions which have been agreed upon by the 

EQUAL-IST consortium to constitute the back bone of the Gender Equality Plans under preparation, as revised 

after the PGA (Participatory Gender Audit) and Crowdsourcing phases and the first draft of D4.1 Monitoring 

Indicators. To facilitate reading, content has been highlighted as follow:  

• Reference Examples are presented in good practices boxes 

• Tips are indicated in separate boxes with a cartoon bubble icon  

• Suggested readings and videos are indicated with the related book and video icons 
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2 Introduction. Designing GEPs in EQUAL-IST ICT IST 
institutions 

 

2.1 Design steps after the participatory and ICT enhanced EQUAL-
IST design methodology 

After the successful roll out of Participatory Gender Audits and Crowd sourcing design at each RPO, the 

participating organizations have prepared the ground internally under several respects: 

• a more precise picture of the current state of the art and the main challenges ahead to tackle gender 

inequalities have been drawn: qualitative and quantitative analysis have been conducted and are 

reported in Deliverable 2.5 

• an initial step in raising awareness of top and middle managers, staff and students have been taken  

• a series of ideas for solutions have been identified thanks to a collaborative and participatory process 

both in presence (PGA workshops) and on line (CrowdEquality Platform). In some cases the feasibility 

of the most voted ideas have also been screened in advance by the EQUAL-IST GEPs teams. 

During the 3rd Project Meeting in Guimaraes, partners have been provided with the following Guidelines on 

the Design Steps of their Gender Equality Plans, to ensure a smooth transition from the participatory and 

consultation phase to the decision making one and towards the approval of the Plans themselves. 

• Have a GEP WG meeting to present results from PGA and CrowdEquality and discuss feasibility of most 

voted actions-reach an internal agreement  

• Elaborate on this and prepare a well documented and convincing presentation 

• Organize meetings with decision makers to discuss/decide which actions would be meaningful and 

feasible to include into GEPs. 

• Different meetings are suggested according to competences of different stakeholders from the 

different areas of intervention (HR and Management Processes, Teaching and Student Services, 

Research Content and Delivery, Institutional Communication). Ideally each action which is included in 

the GEP would deserve a dedicated conversation/meeting 

• Both academic and administrative leaders should be participating to ensure alignment (unless any 

major discrepancies are expected) 

• Decision on process owners (responsible Units, persons, bodies etc.) responsible for each action 

should be made and active involvement of people internal and external to the GEP WGs should be 

ensured 

• Diverging opinions about diagnosis/prognosis and gaps among most voted ideas and those preferred 

or deemed as suitable ones by top management can be expected and should be negotiated 

• If any of the most voted ideas shall happen to be discarded at the end, information and explanations 

about the reasons should be given to Crowdequality users to ensure accountability 

• Formal approval of the GEPs from top management levels of the beneficiary is needed 

• Ideally, if the GEP is approved at a Department/Faculty level, information about its approval should be 

brought to the attention of Academic Senate and/or Board at the earliest convenient occasion. 
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The Gender Equality Plans are expected to cover a M14-M36 time framework and to have a similar structure 

(a GEP template with explanatory guidelines has been designed and distributed to partners). Content wise, it 

has been suggested to balance among all the 4 main areas of intervention, while reminding that HR & 

Management processes as the core area for Structural Change processes.  A balance between preparatory 

actions (raising awareness, training and communication) and structural change actions (setting up of new 

regulations, bodies, procedures and measures as well as incorporation of a gender approach into existing ones) 

has been considered. 

 

3 Defining the GEPs Strategy and selecting the most 
appropriate measures 

 

3.1 Governance and Decision Making Bodies  
 

Having a Gender Equality Plan approved at the Department/Faculty or School level is definitely a good starting 

point, although the risk of poor implementation due to insufficient support from the hierarchies is still strong, 

as witnessed by several respondents to our research in T2.1 and confirmed by the literature on structural 

changes. 

For this reason, having gender equality goals and possibly the GEP itself embedded into core strategic 

documents of the whole university as well as individual Departments/Schools proves to be a mark of top 

management endorsement and increases the opportunities for accessing resources (financial but also human 

and structural) that can be useful during the implementation phase. Strategic documents to be taken into 

account to this respect are: 
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3.2 Management Practices. Work life Balance  
Establishing an internal childcare service  

Setting up flexible child care services on campus seems to be a possible action to be included in the GEP which 

has been proposed by several EQUAL-IST partners during the PGAs. Some examples such as the Southampton 

Reference Example: the University of Ferrara (IT) 

University of Ferrara as best example of integrating Gender Equality and the Gender Equality Plan within 

the Strategy setting documents at the University level and enhancing constructive synergies among the 

many (Gender) Equality bodies that were  in place at one single university and which typically risk to work 

in separate sylos (Equality Ombudsperson, Rector’s Delegate on Equal Opportunities). Excerpt from the 

Interviews released by the University Delegate on Equal Opportunities in the framework of EQUAL-IST 

T.2.1 State of the Art Analysis research: 

“All the work carried out during the last years have been leading us to a main result in terms of 

mainstreaming as in June 2016 the University Strategic Plan foresees in the Strategic Area No. 9 “Equality, 

equal opportunities and well-being for people who work and study in UNIFE”, so that the University of 

Ferrara will respect and promote equality, equal opportunities and well-being in all its actions and policies. 

The Strategic Area No. 9 is organised in the following chapters:   

 9.1 Work life balance for employees and students 

9.2 Promotion of initiatives aimed at ensuring equal representation of men and women in Universities 

bodies and integration of people coming from EU and non EU countries 

9.3 Promotion of training to raise awareness about equality and equal opportunities, and research projects 

aimed at promoting equality 

9.4 Strengthening of support services in favour of people with disabilities (students and employees) 

In this new scenario, a Rector’s Deputy for equal opportunities is no longer necessary. Indeed, the 

Presidents of the two equality bodies have now been charged to monitor the implementation of the 

University Strategic Plan. 

The new Statutes of the University openly recognizes and promotes gender equality (Article 5), specifying 

that UNIFE respects a gender sensitive language in all administrative and academic resolutions and all 

internal act”. 

As repeatedly stressed during the interview, a close interaction and a deliberate synergy among the actions 

of the different gender equality bodies at the University was a key factor to achieve what now seem to be 

as long lasting results.  

Resources: http://www.unife.it/progetto/equality-and-diversity 

 

   

 

http://www.southampton.ac.uk/earlyyearscentre/index.page?
http://www.unife.it/progetto/equality-and-diversity
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Childcare Centre at Campus.   have tackled this challenge by way of having the services run by a private 

foundation sustaining the offer by fees paid by the parents, and binding the provider to ensure that priority is 

given to students, then staff and then public. Flexible attendance formulas are foreseen, so that daily, monthly, 

semester or annual attendance is made possible when applying.  

At Sumy University in Ukraine a child care Centre was co-funded within a EU project on Family friendly policies 

and mainly originated from students’ needs but then was opened also to staff members from the University. 

It is promoted as a good practice throughout the country and has also flexible arrangements which allow 

parents to leave their kids at the kindergarten even if only for few hours when they need to travel and attend 

events or duties out of town. 

At Freiburg University 4 Child Care Centers have been created to serve each different campus and offering 

overall 113 spots to children with priority given to research staff. In addition 30 more spots are pre-book for 

University staff at other Child Care centers run by the Municipality  

 

 

Comprehensive Work Life Balance Policies 

A set of diverse measures can be designed in order to facilitate work life balance of staff and students, and it 

has to be considered that needs might be quite different when it comes to administrative and academic staff 

members: the former ones are typically working on a traditional public employees scheme where fixed working 

hours are scheduled and check and physical presence at the office required. The latter  enjoy greater flexibility 

instead but could easily end up working extra hours especially in more busy periods during the academic year 

when the  exams and administrative burden top up the research/writing assignments.  

Dissemination of information on existing provisions (parental leaves, benefits) plays a role into this area but 

also intervening on organizational culture with provisions to ensure that teams/departments meetings o are 

not held during late afternoon hours or projects meeting requiring to travel are not scheduled on Mondays 

which could make it complicate for parents to attend. Such provisions could be incorporated into Work life 

balance Guidelines or Directives to be implemented at the Department/Faculty level and the University one. 

Preliminary action could be needed such as training academic/administrative leaders on such issues. There are 

several available offers on the market provided by national and international consultancy services or NGOs 

that could be accessed or an alternative might be represented by having the HR Department to design and 

deliver such a training by selecting and hiring specific expertise when needed: 

Resources 

Catalyst Course on  Get Beyond Work-Life Balance (Inclusive Leadership Training) 

 

 

 

As financial sustainability issues have emerged as a concern already in the audit consultations, 

one possible action during first GEPs Iteration could consist of a Feasibility Study to explore 

more in depth leverages, benefits and constraints for such a complex endeavor.   

 

http://www.southampton.ac.uk/earlyyearscentre/index.page?
https://europa.eu/eyd2015/en/european-union/stories/family-friendly-university
http://www.familienservice.uni-freiburg.de/kinderbetreuung-en/kitas-en/kita-start-en
https://www.edx.org/course/get-beyond-work-life-balance-inclusive-catalystx-il4x-0#!
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With a more ‘individual tailored approach’ instead of an organizational one, a book with a coaching approach 

to work life balance targeting academic women is the one authored by Rena Seltzer “The Coach's Guide for 

Women Professors: Who Want a Successful Career and a Well-Balanced Life” (2015). 

Example of effective on line information on work life balance rights, provisions and services from the University 

of Freiburg: Family Friendly Working Conditions from  A-Z 

Telework 

Telework is often applied as a tool to facilitate work life balance also in Universities, although in some national 

contexts it has been found that working conditions can vary a lot between administrative and academic staff 

members, with the former typically bound by ‘traditional’ public administration employment conditions and 

obligatory desk presence at the office and the latter enjoying more flexibility  but also more often extra hours. 

Telework contracts or integration of telework arrangements in standard contracts have been widely  studied 

and found to be a valuable tool for enhancing work life balance; most frequently highlighted advantages are:  

• Saving commuting time 

• Particularly suitable during certain periods of life when the care duties’ burden is more intense  

Is it telework a suitable tool in ICT/IST research organizations? There is actually evidence that this can be the 

case. In general, it is proven that higher skilled workers are more likely to use telework (Eurofund, 2010). Only 

professional, managerial and technical occupations have more than 10% of employees involved in telework. A 

Study in Estonia assessed how, on a population of  Senior Workforce in a Technology research institute (Arvola, 

2006), found that teleworking was free of any negative impacts on academic productivity. Also, the best 

scheme for teleworking was demonstrated to be maximum 1-2 days per week, in order to avoid the isolation 

from workplace dynamics and decision making which can be suffered when staying away from the office. 

Resources: 

Arvola, R. (2006) Telework as a Solution for Senior Workforce: Research at Tallinn University of Technology, 

Tallinn School of Economics and Business Administration, Tallinn University of Technology. 

European Foundation for the Improvement of Living and Working Conditions (2010). Telework in the European 

Union  

  

https://sty.presswarehouse.com/books/BookDetail.aspx?productID=323251
https://sty.presswarehouse.com/books/BookDetail.aspx?productID=323251
http://www.familienservice.uni-freiburg.de/Family%20Friendly%20Working%20Conditions%20from%20A%20to%20Z
http://www.familienservice.uni-freiburg.de/Family%20Friendly%20Working%20Conditions%20from%20A%20to%20Z
http://econpapers.repec.org/paper/ttuwpaper/142.htm
http://econpapers.repec.org/paper/ttuwpaper/142.htm
https://www.eurofound.europa.eu/sites/default/files/ef_files/docs/eiro/tn0910050s/tn0910050s.pdf
https://www.eurofound.europa.eu/sites/default/files/ef_files/docs/eiro/tn0910050s/tn0910050s.pdf
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Reference example_The University of Bern 

An example of a comprehensive work life balance policy is the University of Bern which as set up the 

following integrated initiatives:  

• An ad hoc Foundation to offer childcare to its employees and students 

• Contribution for child care costs for personnel travelling to attend conferences, events, 

meetings. 

• Infrastructure: relaxation room, breastfeeding room, changing tables in toilets, high chairs in 

the cafeteria 

• Studies and family counselling Centre Universities of Bern (free of charge)  

• Signing the International Chart “Family at the University” to strengthen the University 

commitment 

• Grants and support for students and early career researchers with parenting duties and also 

for studying abroad with a child. These subsidies have been made possible by a federal state 

fund which was issuing a tender each year until 2016  to sustain doctoral students who have 

had to interrupt or reduce their research activities due to their family situation. The program 

was then replaced by the Prima (Promoting Women in Academia) will be introduced as a new 

promotion tool for excellent postdoc researchers. In autumn 2017, PRIMA (Promoting 

Women in Academia) will be introduced as a new promotion tool for excellent postdoc 

researchers launched by the Swiss National Science Foundation (SNSF) and aimed at 

excellent female researchers at postdoc level who have the potential for an academic career 

and are eager to pursue an academic career at a Swiss higher education institution. PRIMA 

enables female researchers to acquire independence and scientific autonomy and to sharpen 

their profile for the next career step. PRIMA grants cover the grantee's salary and project 

costs (max. CHF 150,000 per year) for two to five years. The grants permit flexible use of the 

money and the remaining PRIMA funds can be transferred to the new workplace after an 

appointment as professor in Switzerland. 

Resources: http://www.vereinbarkeit.unibe.ch/index_eng.html 

https://www.familie-in-der-hochschule.de/charta/charta-text
http://www.vereinbarkeit.unibe.ch/index_eng.html
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3.3 Management Practices. Gender Segregation 

3.3.1 Increasing the share of women in decision making 
positions 

 

Lack of women in decision making positions has been reported to be one of the most challenging issues from 

all EQUAL-IST partners as showed by the quantitative data collection in D2.5: already a big problem in areas of 

science where the gender gap is less prominent, it is made more severe in Computer Sciences and IST where 

horizontal segregation further restricts the pool of potential candidates to top positions and therefore 

accentuates vertical segregation.  

This challenge can manifest itself both when it comes to appointed top positions and elected ones. An 

interesting case is illustrated below where a Lithuanian University designed and developed their GEP within 

an EU funded project on structural changes for gender equality, almost entirely focusing on deploying and 

Electoral Strategy and Tactic to increase the share of women in the University Council. Apart from the + 36% 

increase of women in the Council’s composition, the structural change which was achieved was the revision 

of the pre-requisite of 10 years in management position which was lowered down to 5, opening up the 

hierarchy to be more inclusive not only towards women but also younger candidates, and under represented 

minority groups. 

 

 

 

 



D3.3 Toolkit for designing and implementing GEPs in ICT/IST research institutions v1 

 13 | 30 

 

 

Reference example_Siauliai University GEP on Election Campaign Tactics and Strategy 

Within the frame of the INTEGER project, Siauliai University has designed and piloted University Council 

Election Campaign Tactics and Strategy for the top decision making body elections. It aimed at increasing 

the gender balance at top-tier decision making levels and promoting women candidates. The timing for this 

initiative was convenient and integral due to circumstances of an upcoming election. The election campaign 

of project INTEGER was coordinated by the Gender Studies Centre and the project’s implementation team. 

This was done via active candidate search and recruitment, planning, consultations with legal officers and 

dissemination actions. According to the collected data on gendered composition of the Council in 2010, no 

one woman among the total 11 members was elected to the Council of SU. The strategy integrated a 

thorough planning in each elections’ phase: selection of right candidates, lobbying and support for women 

candidates. Purpose of the initiative was to increase women’s representation in 2014 SU Council election in 

average reaching critical mass (up to 25%). Actions taken to increase women representation: 1. 

Development of Siauliai University (SU) Council Election Tactics and Strategy Plan. 2. Informing the Rector 

and Chair of the Senate of the proactive participation of the project in the election, seeking women 

representation. 3. Drafting regulations related to Council election detailed analysis (Law of Studies and 

Science, SU Statute, election regulations and procedures). 4. Consultations with University lawyer about the 

possible ways of making representation of women in the Council’s election more fluent. (…) Looking for 

candidates: Search for women candidates within ŠU’s internal and external representatives 5. Participation 

in the preparation of the election regulations: providing suggestions and participating in discussions. 6. 

Search for women candidates from SU representatives, lobbying and recruitment according to criteria: 1) 

loyalty to the university; 2) preparation and willingness to implement gender equality at the university. 7. 

Writing a public letter to the Rector from the INTEGER SU manager reminding the employers’ duty to 

implement equal opportunities of women and men at the university. 8. Meeting with the candidate and 

identifying the potential candidates who have experience in academic and management fields and expressed 

their motivation to run for the elections. 9. The regulations for the SU council composition were approved, 

where the 17.1 section was revised under recommendations of INTEGER project implementation team by 

making it more open for women candidates to participate in the elections. Under the revised section the 

requirement to have 10 years of experience in management and supervising was lowered to 5 years. This 

opened broader possibilities to women to become the candidates. 10. Design of individual election campaign 

to each of the candidates: Tactics – to position women candidates emphasizing their high professional 

capacities, active scientific work, internationality, credit, academic (professional) activity and family balance, 

personal qualities, development of units they have managed, etc. 11. Monitoring of the election process 

(inside and outside). 12. Awareness raising about the results of the elections to the University Council. 

Results: Step-by-step Guide reflected in Siauliai University Council Election Tactics and Strategy. 

Source: D.2.1 State of the Art Analysis (Interviews) 
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3.3.2 Career promotion  
Research from Informatics Europe (Informatics Europe has distilled a set of recommendations to ensure that 

equality of opportunity is offered to men and women in promotion and retainment which have been found to 

be relevant in ICT/IST contexts but can be applied also to a broader University level. These are based on the 

awareness of the fact that women might be penalized for their maternal leaves periods when evaluating 

scientific productivity on a certain period of time and more often tend to invest more in quality teaching and 

students support as well as other departmental duties at the expenses of time invested in publishing.  The 

following measures could become subjects for changes to be introduced in the career promotion criteria to 

be elaborated within the GEPs. 

• “When assessing a female member of staff for promotion, subtract 18 months from the number of 

their career years per child and take into account any periods of part-time employment. 

• Balance the didactic and scientific responsibilities of all members of staff and make the priorities for 

evaluating an individual’s performance (e.g., research excellence, student satisfaction with courses, 

contribution to departmental duties) explicit.” 

• Anticipate the retirement of (male) professors by making an inventory of and training potential female 

successors. 

• Keep track of national and international networks for female researchers. 

• Offer incentives for groups when they employ a female member of staff. For example, give extra travel 

funds to the group; or allocate funds to hire a PhD-student, research assistant or special equipment 

for the staff member herself. 

                Informatics Europe (2013). More women in Informatics Research and Education). 

 

Engendering Recruitment processes  

Hiring procedures and practices play a crucial role in generating both vertical and horizontal segregation: 

recruiting early stage researchers (post docs) or associate/full professors can be subject to gender bias which 

need to be contrasted, and this is the case also in the field of Computer Sciences, as available literature has 

confirmed: a study in the US on computer sciences hiring networks has unveiled how gender inequality is 

there, although often is subtle forms (Way, Caluset & Larremore, 2016) . Even if scientific productivity is the 

core variable together with the prestige of the awarded doctorate the correlation between gender, scientific 

productivity, post doc training and mobility, suggests that gender is indirectly implied in hiring processes.  

Although from different scientific domains, large scale research in Sweden has taken stock of sexism within 

peer review processes, calculated how affiliation with a committee member or being male, provided the 

candidate with an equivalent of 20 papers in middle impact peer reviewed journals or 10 papers on top ranking 

reviews (Wenneras and Wold, 1997). 

 

 

     

 

http://www.informatics-europe.org/images/documents/
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The following suggestions for measures to make recruiting more gender sensitive are highlighted by the US 

manual A Practical Guide to Gender and Diversity for Computer Sciences Faculty (first set) and from the 

Informatics Europe Report (second set): 

• Inform peer review panelist and committee member about gender bias in 

recruitment  

• Create rough equations to calculated the scholarly impact considering the given 

criteria and provide them to members: as although not binding this might lead them 

to review their attributed scores twice 

• Pay attention to bias which are often contained in recommendation/reference 

letters as research has shown how different adjectives are used to introduced 

female (communal) and male candidates (agentic, leadership oriented). (Madera, 

Hebl and Martin, 2009). 

• Double check scores and promote double blind reviews. 

 

• Ensure the composition of the nomination committee is as balanced as possible. For 

example, ensure that at least 30% of the committee consists of women, with a 

minimum of 2. 

• Invite at least the same number of women as men to interview. 

• Invite women to the interview not only to see whether they are best for the position, 

but also to give them experience in conducting interviews and increase their status 

at their own institution. 

 

Franklin, 

2013, 

pp.51-55. 

Reviewing and rewriting existing recruitment guidelines or issuing brand new “Guidelines to 

Gender Sensitive Recruitment processes” could definitely represent an action to be included into 

Gender Equality Plans as well as designing and delivering training on the same issues targeting 

HR Managers and Academic leaders/full professors. Several materials already exist (see 

below) that could guide and inspire such actions. 
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• Advertise openly for all positions. 

• Describe positions in a broad way. State job criteria objectively. 

• State in the recruiting description that the university/department/institute is 

committed to facilitating the combination of work and childcare. 

• State that flexible terms of employment are possible, such as working part time (0.8), 

flexible working hours and tele-working. 

• Distribute advertisements widely. For example, send them to women’s networks 

email lists, such as a national “women in computing” network or a network of female 

professors. 

• Approach candidates directly. For example, send the advertisement personally to (at 

least) three women you would like to see in the position. Ask them to apply, or ask 

them to send it to three other women who they think would be suitable. 

• Allow 3 months for applications to be submitted. (Time is needed for the 

advertisement to reach the right women, and they need time to respond.) 

• Take action if too few suitable women apply. For example, extend the deadline for 

applications and re-advertise the position (inter)nationally. 

• Provide help with solving the “two body problem”, that is finding a position for the 

applicant’s partner. 

 

Way, S.F., Clauset, B.  & A. Larremore (2016). Gender, Productivity, and Prestige in Computer    Science 

Faculty Hiring Networks. Proc. 2016 World Wide Web Conference (WWW), 1169-1179. 

Franklin, D. (2013). A Practical Guide to Gender Diversity for Computer Science Faculty. Morgan & 

Claypool Publishers. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Informatics 

Europe (2013), 

pp. 9-15. 

 

https://arxiv.org/pdf/1602.00795.pdf
https://arxiv.org/pdf/1602.00795.pdf
http://www.morganclaypool.com/doi/abs/10.2200/S00495ED1V01Y201304PRO002
http://www.morganclaypool.com/doi/abs/10.2200/S00495ED1V01Y201304PRO002
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                    The Equality and Diversity Officer of the Royal Society, the UK Academy of Sciences and a Research 

Funding Organization, has released also a video which unveils how unconscious bias works in a very effective 

and convincing manner, and provides also suggestions on how to handle interviews and selection as well as 

panel’s discussion so that evaluators can monitor each other and increase their accountability toward gender 

equal recruitment. The short video has been made part of the information pack which is handed over to 

recruitment panels’ members and part of the assignments they have to undertake prior to performing their 

duties. https://royalsociety.org/topics-policy/publications/2015/unconscious-bias/ 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Reference Example_ Lausanne University 

The University has taken into serious into serious consideration the issue of gender bias into recruitment 

procedures and had a 2 days gender awareness training in 2013 with 2 American professors. One of them 

is the author of the gender tutorial developed within the Advance Programme by NSF (US). A toolbox was 

also finalized including a video clip 5 minutes to raise the awareness of members of recruitment boards, on 

subtle and unconscious gender bias: the strategy is not to make them feel guilty, giving good examples 

instead on how everybody can become aware of non conscious bias which are influencing our decision 

making in everyday life as well as very concrete tips on how to change the recruitment practices in order to 

make them more impartial. 

http://www.unil.ch/egalite/home/menuinst/activites-et-soutien/recrutement-egalitaire/boite-a-

outils.html 

 

https://royalsociety.org/topics-policy/publications/2015/unconscious-bias/
http://www.unil.ch/egalite/home/menuinst/activites-et-soutien/recrutement-egalitaire/boite-a-outils.html
http://www.unil.ch/egalite/home/menuinst/activites-et-soutien/recrutement-egalitaire/boite-a-outils.html
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3.3.3 Establishing gender targets or soft quotas for appointing 
full professors 

As already highlighted in D2.1 quotas for the under represented sex can be an effective measure to be included 

in a GEP although it is often subject to criticism as it the case for so called “positive discrimination” measures, 

even when as it is always the case, preference to a candidate of the under represented sex is attributed when 

equal merit is already assessed. For this reason, quotas are often implemented with a softer formulation where 

the University sets a target percentage of women professors to be reached  in a given timeframe to set the 

balance right. Such a target is expected to be taken into account in appointment and recruitment processes 

and a gradual approach is pursued where the Institution begins focusing on assistant and associated professors 

first in order to increase the pool of suitable candidates for full professorship. 

 

 

 

 

 

 

 

 

Reference Example_ Lausanne University 

“We want to define systematic indicators and criteria for each stage of the recruitment process for 

transparency. We managed to increase substantially the number of female assistant professors and 

associated professors. To be head of institute or be part of Dean office is required to be full professors.  

We had an overall soft quota of 40% at least of the newly appointed academic positions (junior to full 

professorship) from 2013 to 2016 should be women. We didn’t reach this but we had 30% which is a clear 

progress ands success and we maintained this goal in the new Action Plan 2017 - 2020. 

This was a soft measure, formulated as a women’s quota. It’s not for the under represented sex to be 

regarded as priority. The preference rule (in case a choice has to be made between two equally qualified 

candidates) is mentioned in intern regulations of UNIL but it’s not legally binding to apply to individual hiring 

process.  

Some Universities has applied this but this not the case of UNIL: in our case it is not compulsory and it is part 

of the overall action plan, as a target”. 

Source: D2.1, Interviews  

 



D3.3 Toolkit for designing and implementing GEPs in ICT/IST research institutions v1 

 19 | 30 

 

The “cascade model Quota” has also been recently promoted in Germany by the German Research Council 

and Foundation as a ‘smart’ way to overcome resistances towards gender quotas: it envisages flexible quotas 

for female participation at full professorship level, therefore the quota is calculated on the actual percentage 

of women at the level immediately below, it is flexible, and it doesn’t imply any sanction if the target is not 

reached. 

 

Wallon, G., Bendiscioli, S. & M.S., Garfinkel (2015). Exploring quotas in academia. EMBO- Robert  

Bosch Stiftung. 

 

3.3.4 Other measures to provide individual support for 
researchers’ career progression  

Beyond changing recruitment, appointment, performance evaluation criteria and regulations another possible 

path to contrast gender segregation is pointing at offering individual support to female researchers at different 

stages of their careers. The most frequently used methods are to this respect Networking and Mentoring. It is 

not about aiming at “fixing the women” vs “fixing the structure”: it is clear how taken as stand alone measures 

these type of support actions are insufficient to achieve substantial results, but it is also true how they are 

perceived as beneficial from women, especially within male dominated scientific milieus where they might 

experience isolation. As the role of networks and social and political capital in academic and research career 

is demonstrated, networking and mentoring can also serve this purpose.  Some good practices implemented 

are:  

 

 

 

 

 

Reference Example_ Systers Networks  

Although not initiated by a University, the 3 networks promoted by the Anita Borg Institute and  CRA-W, the 

Computing Research Association’s committee on the Status of Women in Computing research in the US are 

targeted at women in a computer sciences research  at different stages of their scientific academic career. 

They are operated via mailing lists where discussions are clustered into moderated conversations where 

women can seek and offer advice: conceived as a peer to peer form of networking, members of the lists can 

take advantage of the common challenges they share with women researching in the same discipline and 

being in similar positions/roles.  

Source: Cosponsored Systers Networks 

http://www.embo.org/documents/science_policy/exploring_quotas.pdf
http://www.embo.org/documents/science_policy/exploring_quotas.pdf
https://anitaborg.org/get-involved/systers/systers-co-sponsored-cra-w-lists/
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Early career researchers and non tenured professors can benefit from mentorship relations: the mentee –

Mentor relation allows to get advice from women (or men) who have achieved their professional and academic 

goals in the fields of ICT/IST and are willing to provide support and encouragement to younger talented 

researchers. Women to women mentoring schemes can have the advantage of  providing the mentee with an 

inspirational female role model who might have also dealt with work life balance issues and provide advice on 

this sensitive area of concern. 

 Qualitative studies have proven how this form of support can be of use in Computer Sciences research 

institutions (Gardiner, Tiggeman, Kearns & Marshall, 2007; Cozza, 2011). 

Mentors usually work pro bono or being rewarded in some forms (visibility, fees, etc.). It is important to set 

clear agreement/terms of service so that expectations from mentees do not exceed the actual availability of 

the mentor. If the mentors are coming from the industry sector, sponsorship schemes can be set up between 

the University and the involved company(ies). 

E-learning platforms have the potential for effectively supporting mentoring experiments  

 

Gardiner, M. Tiggemann, M.,  Kearns, H. & K.  Marshall (2007). Show me the money! An empirical 

analysis of mentoring outcomes for women in academia, Higher Education Research & Development, 

26 (4) pp: 425-442.   

Cozza, M. (2011). Bridging gender gaps, networking in computer sciences. Gender Technology and 

Development, 15-2, pp. 319-337. 

 

             

     

 

Reference Example_ CRA-W Mid Career  Mentoring Workshops 

CRA-W, the Computing Research Association’s in the US in collaboration with several Universities and 

funding support from the National Science Foundation, has established a middle career funding mentoring 

workshops series  where female associate professors intentioned to progress in their careers are selected 

to be funded their travel to attend a series of seminars where mentors address different issues such as: 

• Promotion to Next Level 

• Managing Down/Up 

• Networking & Finding Advocates 

• Effective Teaching/Class Management (Education/Research) 

• Academic Negotiation (Education/Research) 

• Lab/Industry Negotiation 

Source: CRA-W Mid Career mentoring workshop 

http://www.tandfonline.com/doi/full/10.1080/07294360701658633?scroll=top&needAccess=true
http://www.tandfonline.com/doi/full/10.1080/07294360701658633?scroll=top&needAccess=true
http://www.tandfonline.com/doi/full/10.1080/07294360701658633?scroll=top&needAccess=true
http://journals.sagepub.com/doi/abs/10.1177/097185241101500207
http://journals.sagepub.com/doi/abs/10.1177/097185241101500207
http://cra.org/cra-w/mid-career-mentoring-workshop/#tab-id-5
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3.4 Management Practices. Gender Disaggregated Data  
Availability of Gender Disaggregated Data is core to design and implement gender equality policies, to set up 

target indicators which are responsive towards the institutional context and can be thoroughly  monitored in 

order to assess their impact over time and be eventually adjusted. As resistances are frequently met at 

different levels of the organizations and formulated with varying arguments and among those a false belief 

which based on the assumption that in today’s Western societies gender inequalities are not an issue any 

longer, it is extremely important that GEPs are formulated and put forward as evidence based policies: this is 

why collection of sex disaggregated data and gender sensitive statistics are extremely important. 

Actions can be included in the GEPs in order to build the preconditions and needed capabilities to deliver 

gender statistics. Most suitable initiatives to this respect are: 

• Raising awareness and training of officers in charge of data collection and analysis  

• Upgrade of existing IT tools/software to support data collection and analysis in order to ensure that 

the gender indicators and variables are included. According to the experience of the Slovenian 

Academy of Science,  partner  in the GARCIA Project, promoting the use of gender sensitive statistics 

while at the same time taking the opportunity of upgrading the statically software in use at the RPO  

was extremely beneficial to create consensus towards gender equality policies which was in this way 

associated to organizational innovation in a very concrete way (Source: D2.1, Interviews). 

   

                 The EIGE on line Gender Statistics Database 

UNECE/World Bank Institute. (2010). Developing Gender Statistics: a practical Tool. A manual 

prepared by the UNECE Task force on Gender Statistics Training for Statisticians with contribution 

from various experts. Geneva    

                    

 A Gender and Intersectional approach to statistics: the gender and population group video targeted 

at statisticians  

 

 

 

 

 

 

 

 

 

 

http://garciaproject.eu/
http://eige.europa.eu/gender-statistics/dgs
https://www.unece.org/fileadmin/DAM/stats/publications/Developing_Gender_Statistics.pdf
https://www.unece.org/fileadmin/DAM/stats/publications/Developing_Gender_Statistics.pdf
https://www.unece.org/fileadmin/DAM/stats/publications/Developing_Gender_Statistics.pdf
https://www.unece.org/stats/video/gender.html
https://www.unece.org/stats/video/gender.html
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3.5 Teaching and Student Services 

3.5.1 Integrating gender dimension into teaching 
In order to minimize drop out rates from girls enrolled in ICT/IST studies as well as to motivate them and 

support their study careers, it is very important to ensure that teaching, examination- assessment and 

counselling activities are gender sensitive. 

In this respect, professors and lecturers shall be made aware of gender inequalities and possible bias in 

teaching computer sciences/information technologies and this goal could be achieved by way of different type 

of GEP’s actions such as:   

• Focus groups with teachers and professors  

• Raising awareness training activities  

• Designing and delivering guidelines/toolkits  (this could actually come as a result of the two above 

mentioned steps so that it reflects the perceptions and the inputs collected by teaching staff at the  

 

 

 

 

 

Lecturing 

• Emphasize class identity students instead of male/female  

• Emphasize the importance of practice rather than ability as it is proved how better performance 

comes by students who believe that the two aspects equally contribute to intelligence. Backed by this 

belief, students are also less subject to the negative impacts of gender stereotypes 

• Interact and ask (similar type of) questions to both girls and boys in the classroom to equally training 

them to answer and raise confidence levels 

Programming Assignments 

• Pair Programming: it has been proven how working in pairs is a tool for increasing retention and 

programming confidence. It works better with two students on the same computer who repeatedly 

switch the role of “driver” and “navigator”. Suggestion is made to not pair boys and girls together 

especially when there is a wide  coding experience difference between the two as this might reinforce 

the gap and not help the less experienced student (often the girl) to emerge. 

• Working Groups: cluster the girls together instead of splitting them into different groups as this might 

lead to underestimate their status and amplifying their mistakes in addition to the sense of isolation, 

• Provide clear instructions to group work stressing the importance of fair communication style and 

equal participation chances in group conversations 

 

 

 

Follow the discipline specific tips to gender sensitive Computer Sciences teaching provided in the 

Practical Guide to Gender and Diversity in Computer Science Faculty (Franklin, 2011)- Chapter 4 In 

the classroom tips contains a set of useful indications which include teacher – student interactions, 

lecturing and assignments and Test Assessment and highlighted below.  
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Tests and exams 

• At the beginning or prior to the test, explicitly remind students of gender equal performance in test’s 

results As studies demonstrated the so called “stereotype thread” is actually increasing anxiety in test 

taking among girls and minority groups students this can be counteracted or neutralized 

• Add female test administrators whenever possible  

Laboratories and Discussions 

• Keep the student-to-student interaction monitored to avoid male ‘nerd type ’ highly experienced 

students taking over in showing off their advanced skills and complaining about how easy assignments 

are    

Office/consultation hours  

• Be aware of gender bias in communication: as female students often tend to diminish themselves, 

teachers easily risk not to distinguish what a student think of herself and what she is actually doing. 

Also in this context emphasizing practice more than ability is important.  

• Emphasize the positive side of failing in a learning process and share your own failures and the 

difficulties you had to tackle might have a positive impact 

 

 

 

 

Reference Example_ The University of Freiburg Self Evaluation toolkit for high education gender sensitive teaching 

An on line self evaluation and learning toolkit has been delivered by the University of Freiburg in Switzerland. Released 

and made available in French language, the tool allows professors to assess their teaching activities gender 

sensitiveness and provides resources to go deeper in each single aspect of the teaching dimensions under scrutiny and 

gain related gender competences. Assessing both the implicit and explicit gender aspects of teaching, the toolkit allows 

for anonymous self evaluation of  

• Communication in teaching 

• Contents of lessons  

• Teaching/learning methods 

• Classroom interaction 

• Structures and facilities  

• Counselling and support to students 

• Information on teaching activities and courses  

The toolkit is conceived based on the principles of gender sensitive higher education teaching proposed by Dehler & 

Gilbert (2010) and outcomes of the project “E-QUAL+ Evaluation de l'enseignement pour favoriser l'égalité entre les 

sexes” (Gilbert, 2013). 

Link to the toolkit  

  

 

https://elearning.unifr.ch/equal/fr/accueil
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3.5.2 Contrasting gender segregation in study choices and study 
career 

 

The challenge of gender segregation and the extremely low female rates enrolled at Computer Sciences and 

Information Systems Universities can be tackled by several types of actions which can be included in GEPs and 

can be aimed both at attracting more junior students to continue their studies in ICT or at offering support to 

existing undergraduate students to promote the most talented ones and retain them within the discipline. 

Attracting perspective female students to enroll into ICT/IST studies 

There are several Universities investing in raising the awareness of middle/high school girls and attracting them 

towards studying ICT/IST at the University. Most frequently used methods are based on offering either first 

hand experience with coding and its potential applications in several domains or on providing inspiring female 

role models from the academia and the industry as well.  

Coding Summer Camps and Girls Coders’ Networks –Social Events are proving to be very successful tools to 

meet such goals.  

 

 

 

 

 

 

Reference Example_ The Girl Project Ada at NTNU (Norway) 

The Girl Project ADA project from NTNU (Norwegian University of Science and Technology, in Trondheim) is 

recognized as a good practice in Europe. NTNU has been running the programme since the last 10 years. Each year a 

summer school is organized where girls from the last and second last year from High Schools who majors in 

mathematics are invited to attend a programme which is designed to engage and motivate them: taking part to 

lessons and workshops, meeting with current students, listening to excellent and prominent key note speakers from 

the University and corporate world. The programme is being carefully monitored and is  proving to be extremely 

successful: in 10 years the rate of girls enrolled in STEM programmes has grown from 16 to 30% and 70% of girls 

attending the ADA summer school decide to continue their studies at NTNU, with many of them being in doubt about 

taking a more traditionally female field of study and changing their mind after the camp. The programme is aimed at 

increasing and retaining female students into  Computer Science, Communication Technology, Cybernetics and 

Robotics, Electronic System Design and Innovation, Informatics, Mathematics. 

Source: the Girl Project ADA Web Site  

 

 

http://www.ntnu.edu/girls
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                        Sustaining current female students 

Different specific programs can be set up to support, encourage current female students enrolled in ICT/IST 

to prevent them from dropping out and sustain their study career while at the same time preventing isolation 

and offering role models. Some of the most frequently undertaken actions which could be incorporated into 

Gender Equality Plans are: 

• Grants for female students 

• Travel grants to attend women in ICT international events 

• Mentoring schemes  

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Reference Example_ The Digital Girls Summer Camp (UNIMORE, Italy)  

The Digital Girls (Ragazze Digitali) Summer Camp has been launched by the University of Modena & Reggio Emilia in 

Italy in collaboration with EWMD local branch and a series of other partners and sponsors in 2014 and has just ended 

its very successful 4th edition. Girls attending the last two years in High Schools are recruited and invited to a series 

of workshops where they have the opportunity to try to experience coding, videogames programming, social media 

management and web design with experts and professionals. The key words of this successful experience are 

‘creativity’ and ‘teamwork’ in order to contrast the stereotypes depicting ICT as a boring  discipline where 

programmers are supposed to sit alone writing lines of code in isolation.  

Source: the Ragazze Digitali web site  

 

 

Both reference examples highlighted above show how important it is for Universities to establish 

partnerships with local and national stakeholders from the civil society, local authorities and 

companies to sponsor and support initiatives aimed at increasing the number of girls to ICT/IST 

studies. 

 

http://www.ragazzedigitali.it/
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Reference Example_ The Mentor NET in STEM program (US) 

This e-mentoring program from the US targeting undergraduate students in STEM is not run by a University (promoter 

is a NGO) but provides an interesting example of how mentoring can actually support before graduation as well as 

showing an interesting methodology. Entirely line via an on line platform, it is a matching algorithm to facilitate the 

pairing of mentees/mentors profiles based on set criteria and preferences. After matching and having accepted the 

reference agreement to set mutual expectations, a mentorship cycle lasts 4 months, and over that period, 16 prompts 

for discussions are proposed by the platform to stimulate interaction and dialogue between mentees and mentors, 

where 15-20 minutes per week in communication on the platform are spent by both parts. 

Evaluation of the program has shown how 70% participants have stayed in STEM career. 

Source: MentorNET website  

 

 

 

Reference Example_ Women in Computing at Hasso Plattner Institute Potsdam University (Germany) 

The Digital Engineering Institute Hasso Plattner at the Potsdam University has included three main measures to 

support current female students: 

• Grants to support travel to the Grace Hopper Celebration, a big US based international event on Women in 

ICT promoted by the Anita Borg Institute which offers plenty of networking, training and job placement 

opportunities to girls. 

• Networking opportunities via a Linkedin Group 

• Mentoring by the female teaching staff at the University 

Source: HPI website  

 

 

Source: the Ragazze Digitali web site  

 

 

http://mentornet.org/howitworks/index.html
file:///C:/Users/Maria/Downloads/ghc.anitaborg.org
https://hpi.de/en/studies/it-systems-engineering/women-in-computing.html
http://www.ragazzedigitali.it/
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3.6 Research content and delivery 
 

As in most of the hard STEM fields it is not always easy to get attention to the argument of how gender can be 

a relevant research dimension to be taken into account. Most common reactions point at the inner neutrality 

of algorithms and coding procedures which are difficult to counteract. Two core arguments can be used to 

demonstrate the importance of taking gender into account also in computer sciences. 

Gender Diversity and creativity of research teams: it has been widely proven that more diverse teams in all 

working environments lead to greater creativity and this is also the case in IT programming and developing 

teams. Having research groups which bring to the table different backgrounds and perspectives is a plus. 

Gender diversity shapes end-users needs and approaches towards technologies and needs to be taken into 

consideration in order to design tools and products which are not inherently meeting expectations and 

demands from a male audience only. Society and Technology Studies have demonstrated as technical products 

are always the informed by implicit ‘gendered scripts’ (Rommes, Slooten, Oost & Oudshoorn, 2004) which are 

more and more biased if the design teams are homogeneous is terms of gender and other socio-demographic 

characteristics. Studies have been conducted on the gender dimension in software end user engineering, 

robotics, videogames design, and more recently, artificial intelligence and machine learning (Caliskan,  Bryson 

& Narayanan, 2017) 

Intersection of gender with other differentiation/discrimination axis is important in order not to re-assert a 

standpoint where women are deemed to be all equal and their needs and behaviors reconducted to 

stereotyped version of ‘femininity’ like it is often the case when IT products for women only are designed and 

brought to market. A gender sensitive ICT design should negotiate between acknowledging gendered 

behavioral patterns that shape male/female users’ approaches and needs, being at the same time able to 

scrutinize how gender is interrelated to other variables, and challenge stereotyped beliefs. 

There is enough evidence to be brought to the attention of computer scientists within these domains to deliver 

workshops, courses and/or toolkits which could raise the attention of researchers in ICT/IST. Such actions could 

be part of GEPs within the Research Content and Delivery area of intervention. 

 

 

 

 

 

https://en.softonic.com/articles/you-go-girl-why-so-many-apps-for-women-are-just-plain-sexist
https://en.softonic.com/articles/you-go-girl-why-so-many-apps-for-women-are-just-plain-sexist
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Zorn, I., Maass, S., Rommes, E., Schirmer, C. & H. Schelhowe (eds.). (2007). Gender Designs IT. Construction 

and Deconstruction of Information Society Technology, VS Verlag für Sozialwissenschaften | GWV 

Fachverlage GmbH, Wiesbaden. 

 

Rommes, E., Slooten, I.,  Oost, E. & N. Oudshoorn (eds.). (2004). Designing Inclusion: The development of 

ICT products to include women in the Information Society. Strategies of Inclusion: Gender and the 

Information Society  IST-2000-26329 SIGIS. 

 

Reference Example_ Gendered Innovations for Mobility apps 

Within the Gendered Innovations project (run by Stanford University and partnered by the European Commission) the 

EC commissioned an evaluation of an FP7th project named IC-IC (Interconnectivity through Info-connectivity) to assess 

whether and how the designed services and solutions could benefit from  taking into account a gendered approach and 

women’s needs. The overall aim of IC-IC was to meet air travelers’ needs when accessing and transiting to/from and 

through airports in several EU capital cities by way of increasing their access to information. The evaluation focused on 

one potential area for adding value to the project, researching the needs of caregivers travelling with dependents and 

the availability of airport infrastructure to convey all the necessary information to them. The evaluation demonstrated 

how including “care givers” among the thousands of interviewed airports’ customers could lead to broadening the 

number and type of mapped airport facilities (lactation rooms, playground, accessible pathways, diaper changing 

stations) as well as in train/bus/metro stations connecting the airport to the main cities and different types of specific 

services in the arrival zone (like pediatric health services, playgrounds etc.). Adding different types of care givers to the 

already employed ‘personas’ (the fictional characters around which the ICT service design process is built) would have 

allowed to make the info mobility application richer and better able to provide tailored sets of information to air travelers 

(men and women) with dependents, more often kids, customized to their needs. Recommendations were provided for 

the need to look at the gender dimension as intersected with other social characteristics (age, ethnicity-spoken language, 

employment etc.) for a more nuanced picture of users needs. 

Source: www.genderedinnovations.stanford.eu 

 

 

 

Reference Example_ The Gender in Innovation approach by CDT at Lulea Technology University  

The Centre for Distance Spanning Technology at Lulea University has been conducting a pioneering work in engendering 

IT innovation by implementing several projects. Within the SATIN project a digital toolkit has been released to facilitate 

task of integrating a gender and diversity mainstreaming in a project, a project description or project management, as 

well as digital tools for web designers and product developers aimed at not conveying cultural constraints, stereotypes 

and prejudices in development processes and end products. In the framework of the FP7 Genovate project, a broader 

approach has been used to address gender mainstreaming in innovation systems. and a specific toolkit has been also 

published on these topics to illustrate methods how academic institutions, social innovators, funding agencies, 

knowledge transfer partnerships, and intermediaries can use gender equality and diversity in their daily work. 

 

 

 

https://link.springer.com/book/10.1007%2F978-3-531-90295-1
https://link.springer.com/book/10.1007%2F978-3-531-90295-1
https://link.springer.com/book/10.1007%2F978-3-531-90295-1
https://research.utwente.nl/files/5151432/SIGIS_D06.pdf
https://research.utwente.nl/files/5151432/SIGIS_D06.pdf
https://research.utwente.nl/files/5151432/SIGIS_D06.pdf
file:///C:/Users/admin/AppData/Local/Microsoft/Windows/INetCache/Content.Outlook/TVBZMOEV/www.genderedinnovations.stanford.eu
https://www.ltu.se/centres/cdt?l=en
http://www.gdtoolbox.eu/
file:///C:/Users/admin/AppData/Local/Microsoft/Windows/INetCache/Content.Outlook/TVBZMOEV/genovate.eu
https://www.ltu.se/centres/cdt/Resultat/Metoder-och-handbocker/Promoting-sustainable-change-1.157231?l=en
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Caliskan, A., Bryson, J. & A. Narayanan (2017). Semantics derived automatically from language corpora 

contain human-like biases, Science, vol: 356 (6334),1 183-186. 

 

Beckwith, L.,Burnett, M.  & S. Sorte (2006). Gender and End-User Computing.  E.M. Trauth (ed.) 

Encyclopedia of Gender and Information Technology, Hershe, IGIS Group. 

 

3.7 Institutional Communication 
 

Working on making institutional communication gender sensitive can be highly beneficial and have indirect 

impact on all the above mentioned areas of intervention. This is actually a cross cutting area that can be 

addressed through a variety of actions to be included in a GEP depending on the extent to what the internal 

staff is already aware of gender equality in communication issues. Potential type of initiatives are: 

• Training and raising awareness on gender sensitive institutional communication and or gender and 

language 

• Gender sensitive guidelines to communication 

• Restyling of Web Sites and on line communication platforms in order to avoid bias and use inclusive 

visual and textual communication that represent ICT/IST research as an inclusive scientific domain and 

working environment 

• Multiple communication materials, both digital and paper based. 

 

 

 

 

 

 

 

 

 

http://science.sciencemag.org/content/356/6334/183
http://science.sciencemag.org/content/356/6334/183
https://www.igi-global.com/gateway/chapter/12767
https://www.igi-global.com/gateway/chapter/12767
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Reference Example_ Ca’Foscari MOOC on Gender and Italian Language and the She Will Be Computer Scientist! 
Campaign  

Ca’ Foscari University has worked on the issue from multiple angles: a 5 weeks Language, Gender Identity and Italian 

Language Massive On Line Course open to both students and staff members has been designed and delivered in 2015 

with the aim of developing a reflective awareness of the relationship between Language and Identity with reference 

to Gender. The practical effects regard the ability to apply this awareness to use communicative strategies has been 

explored by  allowing the presence of women to emerge in every social setting and in cultural discourse. In parallel 

and thanks to a collaboration with the Veneto Region, the She Will BE Computer Scientist! website and a set of videos 

and interviews targeting high school students to motivate them to undertake university studies in Computer Sciences 

has been released and widely disseminated region and nation wide. 

 

 

Reference Example_ The Antwerp Charter on Gender Sensitive Communication 

The Charter was developed in the framework of the EU Funded EGERA project aiming at raising the awareness of, 

and sensitivity to, these issues by providing suggestions for the elimination of bias from all communication, thus 

creating a supportive and inclusive academic institutional Environment for all. 

“One important reason for segregation in academic institutions, is people's repeated exposure to pervasive cultural 

stereotypes that portray women as less competent for, and dedicated to, an academic and/or professional career. 

Such unconscious gender-based assumptions may be reflected in language (oral, written or visual) and 

unintentionally cause offence, giving rise to a non-supportive environment. As a consequence, it is understood that 

communication in and by academic institutions plays an important role in the persistence or annihilation of such 

gender-based assumptions and stereotypes, constituting thresholds or advancements for women in academia. “ 

. 

 

 

Taking part to International/EU level communication campaigns on gender equality can be 

an effective way to engage the University hierarchies leveraging on the need of 

international visibility. It gives the opportunity to top management to publicly commit to 

gender equality policies in research and structural change and to highlight and value what 

the University is already doing. The case of the SciencePO President actively participating 

as a Champion to the global HeForShe campaign was important within the EGERA project 

framework to increase top down support to the GEP and facilitate its implementation.   

 

http://ok.unive.it/mod/page/view.php?id=104
http://ok.unive.it/mod/page/view.php?id=104
https://www.youtube.com/channel/UCVfg9FDxu105dp2m0j3bWGA
http://www.egera.eu/fileadmin/user_upload/Deliverables/EGERA_s_Antwerp_Charter_on_Gender-sensitive_Communication_in_and_by_Academic_Institutions__-_dissemination.pdf
http://www.heforshe.org/en/impact/frederic-mion

