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1 Executive summary 
The main scope of this deliverable is to report the initial individual Gender Equality Plans (GEPs) of the six-

project partner RPOs IST-ICT institutions (WWU, UTU, KTU, UNIMORE, UMINHO, KHNUE) that will be 

implemented during the first iteration of GEP implementation phase (M16-M24) of the EQUAL-IST project.  

In particular, this Deliverable presents each GEP in details. Every IST-ICT institution introduces the whole 

process it followed to reach this stage, including the investigation of the internal institutional state about 

gender equality through the gender equality audits and the use of the CrowdEquality platform developed 

through this project. Then, every institution shows its emerging gender equality challenges that needs to be 

tackled through the implementation of the GEP. Following this, it formulates the action plan which is going to 

pursue in order to tackle the challenges by putting special emphasis on the areas of intervention and the 

rationale connecting challenges and goals/objectives. As a result, it figures out the action plan that explicitly 

connects each goal with specific actions and measures in a timeframe (with the help of D3.3) to be put in place 

in order to effectively tackle the challenges and lead to institutional change.  

At last, the actions of the initial GEPs presented here are part of the first iteration phase (M16-24) and will be 

refined for the second iteration (M26-36), during the intermediate GEP refinement period (M24-26). 

2 Introduction 

2.1 Overview 

2.1.1  The purpose 
This Deliverable presents the Gender Equality Plans (GEPs) that six Information Systems and Technology 

Research Institutions (IST) co-designed for the first time, carrying out extensive research activities in the 

context of EQUAL-IST project. These institutions are the RPO project partners (WWU, UTU, KTU, UNIMORE, 

UMINHO, KHNUE) who aim to implement those GEPs to enhance gender equality in their departments and 

influence IST-ICT institutions outside the consortium, at a later stage. 

2.1.2 The process 
EQUAL-IST kicked off during June 2016 as a challenging 36 months project, involving 9 project partners, 8 

universities from 7 countries, with the goal to design and implement Gender Equality Plans for Information, 

Sciences and Technology Research Institutions. The six Gender Equality Plans (GEPs), that are thoroughly 

presented in the next chapters, have been designed using the robust approach and methodology of the 

project. The consortium followed a process of different research activities starting by a State-of-the-Art analysis 

(D2.1) to investigate the situation at other research institutions and result in good practices, while in parallel 

the partner RPOs organized the groups of people to be involved in the process impacting gender equality 

operations, called GEPs Working Groups (D2.2) and they also investigated the national policy framework for 

gender equality in their countries resulted in the so called National mini reports (D2.2).  This in-depth 

investigation of best practices in combination with the gender related policy framework facilitated the 

transition to the next important phase of the project, which was the development of a Gender Audit 

methodology (D2.3, D2.4) and its implementation to analyse the status of gender equality at each involved 

RPO. For this reason, two Capacity Building Sessions were organised:   

https://www.crowdequality.eu/
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• The first Capacity Building Session was a two days event aimed at presenting the methodological 

guidelines for internal gender audit within IST-ICT research organizations, and facilitating their 

adoption and customization by the EQUAL-IST partners.  

• The second Capacity Building Session aimed at supporting the audit process itself. The main points of 

discussion were the qualitative data RPOs gather for internal auditing and the main outcomes in terms 

of gender inequalities and emerging challenges that were communicated and exposed to debate 

through the crowdsourcing platform. 

As an initial step towards the design of Gender Equality Plans, a thorough assessment of the internal state of 

the art was to be conducted by using a participatory auditing method. Τhe 6 involved RPOs have proceeded, 

from February until end of April 2017 to implement Participatory Gender Audits at their organizations.

 

 

Figure 1: Internal gender audit workshops at partner RPOs 

These gender audits were conducted to get a complete picture based on existing available data of the internal 

situation of gender (in)equality in each IST/ICT Department Faculty and to 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’ designed via the CrowdEquality 

platform. The results of these internal gender audits are thoroughly described in D2.5.  

The robust approach of the EQUAL-IST project involved the development and use of a crowdsourcing platform. 

WWU was the leading partner in setting up the “CrowdEquality” (D3.1). The rationale behind the 

crowdsourcing exercise was to collect ideas and trigger interesting discussions about the emerging challenges 
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that were identified at each partner RPO during the internal audits. CrowdEquality facilitated the participatory 

co-design of tailored Gender Equality Plans for each of the participating research institutions, but also strived 

to be an inclusive community that empowers men and women all over the world to freely discuss the issues 

of gender equality at research institutions. Each partner RPO had a dedicated anonymised space at the 

platform, where they could upload their internal challenges and start interesting discussions.  

 

Figure 2: Screenshot of the crowdsourcing platform ‘CrowdEquality’ 

The crowdsourcing process on CrowdEquality followed the Ideation, Review, Voting, and Implementation 

phases. 

 

The goal of the Ideation phase was to brainstorm and discuss all possible ideas addressing the identified 

challenges, while the Review phase facilitated an internal process at each RPO. During this phase, the GEP 

Working Group Members discussed the identified challenges and ideas with the top management level of their 

department/university to select the ideas for the Voting Phase. The goal of the Voting phase was to identify 

the winning ideas that were considered for inclusion in the Gender Equality Plans to be further implemented 

in practice. The winning ideas were identified by upvoting or downvoting the ideas pre-selected in the 

Reviewing phase. The goal of the Implementation phase was to preserve information about the winning ideas 

for each challenge. The involved stakeholders at each university/research institution, have the opportunity of 
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posting updates about the implementation of the winning ideas or sharing experiences. If for some reason 

such implementation did not work at a later stage. The results of the crowdsourcing exercise are better 

showcased at the figure, below:   

 

Figure 3. CrowdEquality exercise results 

After the results of the crowdsourcing exercise, the project meeting in Guimaraes was in place to set the next 

steps for the formulation of the initial RPO’s specific Gender Equality Plans. All partner RPOs had to conduct 

meetings with the senior management actors at their departments/universities to initiate the process about 

the design of the strategic plans.  Two sets of meetings were suggested, while at some cases a third meeting 

was also needed:  

• 1st preliminary meeting with the senior management actors for initial challenges and Ideas approval 

to have some initial discussions in order to choose the areas of intervention and the measures that 

need to be taken for each RPO.  

• 2nd meeting with the senior management actors for initial GEP approval. Each GEP requires special 

approval from a high-level board. Ideally, if the GEP is approved at a Department/Faculty level, 

information about its approval shall be brought to the attention of Academic Senate and/or Board at 

the earliest convenient occasion. The GEP needs to be signed and stamped.  

• 3rd meeting, (if needed) to get the final approval.  

During this period, the RPOs received help from UTU in view of T5.3, of ViLabs in view of T3.2 and of UNIVE in 

view of D3.3. UTU prepared the templates for the presentation of Ideas and Challenges to the senior 

management actors at each RPO along with guidelines for the partners, while ViLabs was preparing the 

template for the formulation of GEPs in close cooperation with UNIVE. In addition, UNIVE prepared a toolkit 

with examples of good practices and concrete initiatives for IST-ICT institutions (D3.3) to facilitate the overall 

process of GEPs design and shared it with the Consortium.  

Finally, in order to complete the designing process of GEPs, the RPOs received individual consultation to 

develop the indicators for the evaluation of GEPs (D4.1).   
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2.2 Indented audience 
The D3.2 Initial RPO-specific GEPs is a public report and should be used as a reference by: 

• the Project Coordinator 

• all Consortium Partners of EQUAL-IST 

• the external evaluators 

• the advisory board members 

• any external person/team interested in GEP in IST institutions 

 

2.3 Document Structure 
Each one of the next Chapters (3-11) presents the initial Gender Equality Plan (GEP) for the six different RPO 

project partner IST-ICT institutions (WWU, UTU, KTU, UNIMORE, UMINHO, KHNUE). It is followed by the Annex 

which includes the letters signed by the highest management level of each RPO, confirming that they 

acknowledge the high and strategic importance of the GEP for the department and that they will fully support 

its implementation. 
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3 WWU Gender Equality Plan 

3.1 Introduction 
This Gender Equality Plan (GEP) was developed for the Department of Information Systems (DIS) of the 

University of Muenster (WWU) based on the results of an internal gender audit, a “bottom-up” idea 

crowdsourcing process supported by the CrowdEquality1 platform, discussions with the WWU Working Group 

members of the EQUAL-IST project (“Gender Equality Plans for Information Sciences and Technology Research 

Institutions”)2, and meetings with the other stakeholders involved in the GEP implementation (see below). 

The challenges related to gender equality and diversity (hereinafter referred to as “the challenges”) were 

identified at the DIS during the internal gender audit conducted in December 2016 - April 2017. The gender 

audit process was designed and discussed during the regular meetings of the WWU Working Group members 

of the EQUAL-IST project. 

The internal gender audit at the DIS involved students, academic staff-members, and non-academic staff 

members who work or study at the DIS and included five studies. First, comprehensive gender-disaggregated 

statistics were collected. Second, a comprehensive survey was conducted. Third, a workshop with the students 

enrolled in the Information Systems (IS) study programme took place. Fourth, interviews with decision-makers 

were conducted. Finally, a focus group with non-academic staff members was organised. As a result, the 

gender audit, initial challenges and potential ideas to address them (hereinafter referred to as “the ideas”) 

could be identified. These challenges and ideas could act as an input to the “bottom-up” idea crowdsourcing 

process supported by the CrowdEquality1 platform. 

The “bottom-up” idea crowdsourcing process was conducted in March 2017 - July 2017. During this process, 

the ideas to address the identified challenges were first further extended, then reviewed and refined, and 

finally voted on. The ideas were reviewed and continuously discussed during the regular meetings of the WWU 

Working Group members of the EQUAL-IST project. An action plan was developed for the selected ideas and 

discussed with such stakeholders involved in their implementation as the DIS study coordinator, 

representatives of the IS student council, and representatives of the WWU Equal Opportunities Office. The 

final list of challenges is presented in section 3.2, while the approved action plan for each of the selected ideas 

is presented in section 3.3. 

The GEP is aligned with the following principles set out in the European Charter for Researchers3 and the Code 

of Conduct for the Recruitment of Researchers4: 

• Non-discrimination against researchers in any way based on gender, age, ethnic, national or social 

origin, religion or belief, sexual orientation, language, disability, political opinion, social or economic 

condition. 

o These principles are also highlighted in Article 1 of the German General Equal Treatment Act5 

(federal law) and the WWU Agreement on Respectful and Cooperative Behaviour6. 

                                                           
1 https://www.crowdequality.eu 
2 https://www.uni-muenster.de/forschungaz/project/10219?lang=en 
3 https://euraxess.ec.europa.eu/jobs/charter/european-charter 
4 https://euraxess.ec.europa.eu/jobs/charter/code 
5 https://www.gesetze-im-internet.de/agg/BJNR189710006.html  
6 https://goo.gl/NucQQr 

https://www.crowdequality.eu/
https://www.uni-muenster.de/forschungaz/project/10219?lang=en
https://euraxess.ec.europa.eu/jobs/charter/european-charter
https://euraxess.ec.europa.eu/jobs/charter/code
https://www.gesetze-im-internet.de/agg/BJNR189710006.html
https://goo.gl/NucQQr
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• Provision of working conditions for researchers, including for disabled researchers, which allow both 

women and men to have flexibility deemed essential for successful research performance and to 

combine family and work, children and career. Paying attention, inter alia, to flexible working hours, 

part-time working, tele-working and sabbatical leave, as well as to the necessary financial and 

administrative provisions governing such arrangements. 

o These principles are also highlighted in the WWU Mission Statement7, goals of the equal 

opportunity efforts at the WWU8, and models and approaches for family-friendly working 

hours at the WWU9. 

• Gender balance at all levels of staff, including at supervisory and managerial levels. Ensuring equal 

opportunity policy at recruitment and at the subsequent career stages without, however, taking 

precedence over quality and competence criteria. Striving for equal treatment by ensuring an 

adequate gender balance in selection and evaluation committees. Ensuring that career breaks or 

variations in the chronological order of candidate CVs are not penalised, but regarded as an evolution 

of a career. 

o These principles are also highlighted in the policies at the state and university levels. At the 

state level, these principles are included in §11c and §37a of the Higher Education Act of 

North Rhine-Westphalia (Hochschulgesetz NRW)10, as well as in §7 and §9 of the North Rhine-

Westphalian Equal Opportunities Act (Landesgleichstellungsgesetz NRW)11. At the university 

level, these principles are included in the WWU Mission Statement7, goals of the equal 

opportunity efforts at the WWU8, as well as §3 Section 6, §4 Section 5, and §11 of the WWU 

Appointment Regulations12 and Point 2.2.10 of the Explanations to the Implementation of 

the WWU Appointment Regulations13. Moreover, newly appointed professors at the WWU 

are invited to attend to a training programme on human resource management14. 

• Ensuring that the entry and admission standards for researchers, particularly at the beginning at their 

careers, are clearly specified and should also facilitate access for disadvantaged groups or for 

researchers returning to a research career. 

o These principles are also highlighted in the Treaty on Good Employment Conditions for 

University Staff Members15, which was signed between the WWU and the state of North 

Rhine-Westphalia. 

The WWU Mission Statement7 includes gender mainstreaming and the commitment to treat men and women 

equally as one of its building blocks: “WWU Münster considers gender equality to be a task of strategic 

importance. The aim is to make it easier for women to combine an academic career and family interests. It is 

in combination with the high quality of life offered by the Münster region that the university hopes to reap 

benefits in recruiting brilliant researchers in the future. WWU’s second strategic objective in the field of gender 

mainstreaming is to apply suitable measures to strengthen women’s social qualifications in pursuing academic 

                                                           
7 https://www.uni-muenster.de/profil/en/mission_statement.html 
8 https://goo.gl/qYD2Yz 
9 https://www.uni-muenster.de/familien/beschaeftigte/zeitmodelle.html 
10 https://recht.nrw.de/lmi/owa/br_text_anzeigen?v_id=10000000000000000654 
11 https://recht.nrw.de/lmi/owa/br_text_anzeigen?v_id=220071121100436242 
12 https://goo.gl/ysb7R5 
13 https://goo.gl/iKMGfy 
14 https://sso.uni-muenster.de/intern/personal/entwicklung/erst-und-neuberufene.html 
15 https://goo.gl/2anSto 

https://www.uni-muenster.de/profil/en/mission_statement.html
https://goo.gl/qYD2Yz
https://www.uni-muenster.de/familien/beschaeftigte/zeitmodelle.html
https://recht.nrw.de/lmi/owa/br_text_anzeigen?v_id=10000000000000000654
https://recht.nrw.de/lmi/owa/br_text_anzeigen?v_id=220071121100436242
https://goo.gl/ysb7R5
https://goo.gl/iKMGfy
https://sso.uni-muenster.de/intern/personal/entwicklung/erst-und-neuberufene.html
https://goo.gl/2anSto
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careers. In order to initiate such measures to reach these goals, WWU subjects its gender mainstreaming 

policies to an external “Family-friendly University” audit”. Since 2008 the WWU has been awarded the “Family-

friendly University” certificate16. 

The Equal Opportunities Office (Gleichstellungsbüro)17 was established at the WWU in 1990 and since 1997 

there has been a continuously updated GEP for the WWU18. Since 2000 a GEP has been developed for each 

faculty at the WWU, including the School of Business and Economics (SBE), which is the faculty that the DIS is 

part of. 

3.2 Identified Challenges Related to Gender Equality and Diversity 
In this section, the challenges related to gender equality and diversity (hereinafter referred to as “the 

challenges”), which were identified during the internal gender audit at the DIS, are introduced. The studies 

where each challenge was discovered are referred to as “Challenge source(s)”. Each challenge belongs to one 

or several areas targeted in the EQUAL-IST project (“Challenge areas”), namely “HR and management 

practices”, “Teaching and services for (potential) students”, and “Institutional communication”. In case a 

challenge belongs to several areas, the main area is highlighted with bold. Each challenge might affect one or 

several target groups (“Target group(s) affected by the challenge”), including students, academic staff 

members, and non-academic staff members. Finally, the specific objective(s) to address each challenge are 

formulated. The overview of challenges, their mapping to the “Challenge areas”, and the objectives addressing 

them are provided the Table 1 below. It also contains references to the actions aimed at addressing the 

challenges and reaching respective objectives. Detailed information about each action is presented in section 

3.3. 

Challenge Objective(s) to Address the Challenge Action(s) Main Area 

Challenge 1: Low share of young 

women among Information 

Systems Bachelor students. 

Objective 1: Increase the share of young women 

among Information Systems Bachelor students. 

Action 1 

Action 2 

Action 3 

Action 4 

Action 5 

Institutional 

communication 

Challenge 2: Lack of awareness 

about the topic of gender 

equality and interest in it. 

Objective 2: Raise awareness about the topic of 

gender equality and interest in it. Action 6 

Action 7 

Institutional 

communication 

Challenge 3: Lack of seeing value 

in gender-sensitive language. 

Objective 3: Raise awareness about the value of 

gender-sensitive language. 

Action 6 

Action 7 
Institutional 

communication 

Challenge 4: Negative attitude (of 

both men and women) towards 

existing actions promoting 

women. 

Objective 4: Raise awareness about the goals and 

content of existing actions promoting women. 
Action 7 

HR and management 

practices Objective 5: Critically analyse existing actions 

promoting women and propose suggestions for their 

improvement. 

Action 8 

                                                           
16 http://www.uni-muenster.de/familien/ueberdasaudit 
17 https://www.uni-muenster.de/Gleichstellung/ 
18 https://www.uni-muenster.de/Gleichstellung/Frauenfoerderrahmenplan.html 

http://www.uni-muenster.de/familien/ueberdasaudit
https://www.uni-muenster.de/Gleichstellung/
https://www.uni-muenster.de/Gleichstellung/Frauenfoerderrahmenplan.html
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Challenge 5: Perceived exclusion 

of international students. 

Objective 6: Enhance inclusion of international 

students. Action 9 

Teaching and services 

for (potential) 

students 

Challenge 6: Difficulties in 

balancing work and family life. 

Objective 7: Improve work-family balance of 

academic staff members. 

Action 10 

Action 11 
HR and management 

practices 

Challenge 7: Vertical gender 

segregation. 

Objective 8: Improve gender balance at higher 

academic ranks. 
Action 12 

HR and management 

practices 

Table 1: Overview of Challenges, Objectives, and Actions. 

The challenges are presented in the order of their priority for the DIS. A priority was identified based on the 

frequency of encountering each of the challenges during the internal gender audit. The priority order of 

challenges was approved by the WWU Working Group members of the EQUAL-IST project and considered 

when deciding on the list of actions to be included in the GEP. 

During the internal gender audit, it was revealed that the root problem for the under-representation of women 

at the DIS is the low share of young women among IS Bachelor students, namely 13.2% in 2017 (Challenge 1). 

The issue of the lack of women at higher academic levels at the DIS (professors, doctoral and postdoctoral 

researchers) is a consequence thereof. Therefore, addressing this challenge forms the GEP focus and 

corresponds with the largest number of actions (Action 1 – Action 5). 

The second priority is to address the attitudinal challenges (Challenge 2 – Challenge 4) related to the overall 

lack of interest and even hostility towards the topic of gender equality that could be observed during the 

internal gender audit. Therefore, three actions (Action 6 – Action 8) specifically deal with changing such 

negative attitudes. 

The third priority is to address the challenge admitted by all international students who participated in the 

workshop during the internal gender audit that they felt excluded by local students from group work 

(Challenge 5). Inclusion of international students is crucial for achieving overall equality and diversity. 

Therefore, development and implementation of a strategy for connecting international students with local 

students is required (Action 9). 

Difficulties in balancing work and family life (Challenge 6) were highlighted in only few survey responses and 

mostly dealt with the miscommunication of the expectations from academic staff members during the hiring 

process (Action 10). One major challenge highlighted by several parents working at the DIS was that the 

current offer of places in kindergartens for children of the WWU staff members was not sufficient (although 

since 2008 the WWU has been certified as a “Family-friendly university”16). This challenge though can only be 

addressed centrally at the WWU level and thus no specific actions to increase the number of kindergarten 

places could be included in the GEP. It is however important to investigate further ideas how this issue could 

be tackled at the DIS level. Moreover, potential other difficulties faced by the DIS staff members and IS 

students who have children need to be investigated, as these groups were not analysed separately during the 

internal gender audit. (Action 11) 

Vertical gender segregation (Challenge 7) could be observed at the DIS in 2017 only when moving from 

doctoral researchers (24% are women) to postdoctoral researchers (12% are women). The share of women 

among full professors at the DIS (1 out of 6, 16.7%) corresponds with the shares of postdoctoral researchers 

and female IS Bachelor students (13.2%). In the IS Master study programme the share of women is higher 

(25%) due to the higher share of women among international students. A relatively high share of women 
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among doctoral researchers at the DIS (24%) can be explained by favourable working conditions and 

multidisciplinary projects, which attract women with non-IS backgrounds to join the DIS. The challenge of 

vertical gender segregation is of the last priority in the GEP also because several interventions aimed at 

advancing women in their academic careers have already been implemented by the WWU Equal Opportunities 

Office. Interventions are specific activities aimed at changing a state of affairs (e.g., Craig, 2015). These 

interventions include the networking and coaching of female professors 19 , the “Erstklassig” mentoring 

programme 20  and “Frauen managen Hochschule” leadership programme 21  for female postdoctoral 

researchers, as well as the opportunities for female researchers at all levels to receive funding for individual 

projects22 or for covering travel expenses to conferences23 to enhance visibility of their research. The results 

of the internal gender audit showed that there was a lack of awareness about these interventions at the DIS, 

which needs to be changed (Action 12). 

In addition to the challenges that can be addressed within the GEP (Challenge 1 – Challenge 7), during the 

internal gender audit it was found out that stereotypes about the role, appearance, and behaviour of women 

and men that still exist in the German society are also present at the DIS. Moreover, a stereotypical perception 

that women tend to be less interested and less capable than men in certain tasks (e.g., programming) due to 

biological and psychological differences could be observed. Such prejudice provokes the development of 

impostor syndrome 24  among female IS students, leading to their underestimation of own technical 

competences. Addressing these challenges remains out of the GEP scope, as it would require large-scale 

societal interventions. Nevertheless, it is intended to transmit in all GEP actions the message that women are 

as capable as men in any kind of intellectual work and that a variety of social and personality characteristics 

are much more powerful predictors of human behaviour than biological sex (e.g., Loiacono et al., 2016; Trauth 

et al., 2016; Trauth, 2017). 

Another phenomenon, which was highlighted during the internal gender audit at the DIS, but was not included 

in the GEP, is the gender imbalance among non-academic staff members. At the DIS all members of the System 

Administration team are men, while all team assistants and the librarian are women. This phenomenon is, 

however, common for any university department worldwide independently from its field. At the WWU, there 

are currently two intervention programmes that specifically target female non-academic staff members, 

namely the “Volltreffer” 25  programme offering seminars to improve various competences and the 

“Frauenvollversammlung” 26  annual workshops, where the participants have a chance to discuss the 

challenges they face and exchange experiences. Further interventions to address the gender imbalance among 

non-academic staff members are planned by the WWU Equal Opportunities Office (i.e. at the university level) 

and are out of the GEP scope. 

                                                           
19 https://www.uni-muenster.de/Gleichstellung/Programme_fuer_Professorinnen.html 
20 http://www.uni-muenster.de/Gleichstellung/mentoring.html 
21 http://www.uni-muenster.de/Gleichstellung/FmH.html 
22 https://www.uni-muenster.de/Gleichstellung/Frauenfoerderpreis.html 
23 http://www.uni-muenster.de/Gleichstellung/Einzelfoerderung.html 
24 https://en.wikipedia.org/wiki/Impostor_syndrome 
25 http://www.uni-muenster.de/Gleichstellung/Volltreffer.html 
26 https://www.uni-muenster.de/Gleichstellung/frauenvollversammlung-2017.html 

https://www.uni-muenster.de/Gleichstellung/Programme_fuer_Professorinnen.html
http://www.uni-muenster.de/Gleichstellung/mentoring.html
http://www.uni-muenster.de/Gleichstellung/FmH.html
https://www.uni-muenster.de/Gleichstellung/Frauenfoerderpreis.html
http://www.uni-muenster.de/Gleichstellung/Einzelfoerderung.html
https://en.wikipedia.org/wiki/Impostor_syndrome
http://www.uni-muenster.de/Gleichstellung/Volltreffer.html
https://www.uni-muenster.de/Gleichstellung/frauenvollversammlung-2017.html


D3.2: Initial RPO-specific GEPs  

 
18 | 161 

 

3.2.1 Challenge 1: Low share of young women among Information 
Systems Bachelor students. 

Challenge source(s): survey, workshop, interviews. 

Challenge area(s): Teaching and services for (potential) students; Institutional communication. 

Target group(s) affected by the challenge: students, academic staff members. 

Challenge description: 

In 2017 among the students enrolled in the IS Bachelor study programme at the WWU only 13.2% were women 

(vs. 46% of women among all WWU students). The share of women among the first semester IS Bachelor 

students was slightly higher (17.2%), but still remained very low. This challenge also exists in other IS study 

programmes in Germany and worldwide. There are several reasons that might discourage young women to 

enter the IS field. Often young women have a distorted and even wrong image of IS careers. They might 

perceive such careers as uninteresting, while lacking a comprehensive understanding of their variety. 

Horizontal gender segregation exists in Germany and worldwide, meaning that the STEM fields (Science, 

Technology, Engineering, and Mathematics), specifically the IS field (as part of the Technology field), as well 

as academia in general, are perceived as masculine domains. The lack of visible role models of women working 

in the IS field reinforce this stereotype. 

3.2.2 Challenge 2: Lack of awareness about the topic of gender 
equality and interest in it. 

Challenge source(s): survey, workshop. 

Challenge area(s): Institutional communication. 

Target group(s) affected by the challenge: students, academic staff members, non-academic staff members. 

Challenge description: 

Although the DIS faces an under-representation of women at all levels (from Bachelor students up to 

professors), the topic of gender equality until now has not been extensively discussed or recognised as 

important. Overall lack of interest and even hostility towards the topic could be revealed during the internal 

gender audit at the DIS. The understanding of gender inequality tends to be limited to direct discrimination. 

As direct discrimination does not exist at the DIS, it is a common argument that gender equality has already 

been achieved and no further action is required. 

Especially worrisome is the negative attitude of some men towards all existing and possible future activities 

promoting gender equality. As men form the majority, they also have more influence on the course of future 

action. Therefore, it is crucial to enhance the understanding of the importance of promotion of gender equality 

especially among men. 

Low interest in the topic of gender equality often stems from the lack of awareness, (a) what gender equality 

is about, (b) what constitutes gender inequality issues beyond direct discrimination, why it is important to 

tackle these issues and how, as well as (c) what interventions already exist at the department, university, and 

country levels. 
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Especially when it comes to subtle indirect forms of discrimination, one often needs to be sensitised to 

recognise them. Raising awareness about the topic of gender equality at all levels could help to raise interest 

in it and mobilize the potentials needed to make sustainable change possible. 

 

3.2.3 Challenge 3: Lack of seeing value in gender-sensitive language. 
Challenge source(s): survey, workshop. 

Challenge area(s): HR and management practices; Teaching and services for (potential) students; Institutional 

communication. 

Target group(s) affected by the challenge: students, academic staff members, non-academic staff members. 

Challenge description: 

Gender-sensitive language aims at acknowledging gender equality in written and spoken language27. During 

the internal gender the audit was revealed that at the DIS gender-sensitive language is not consistently used 

by lecturers and in institutional communication. Moreover, a lack of awareness about the value of using 

gender-sensitive language could be observed, leading to a hostile attitude towards this topic and the argument 

that the change to gender-sensitive language requires a lot of resources and is not worth the efforts. It is 

important to design strategies to influence the discourse on gender-sensitive language, focusing on 

communicating its value. It is important to avoid a situation when people feel forced to use gender-sensitive 

language, but rather transmit the reasons for using it. 

3.2.4 Challenge 4: Negative attitude (of both men and women) 
towards existing actions promoting women. 

Challenge source(s): survey, workshop, interviews. 

Challenge area(s): HR and management practices; Institutional communication. 

Target group(s) affected by the challenge: students, academic staff members, non-academic staff members. 

Challenge description: 

It is often perceived by both male and female staff members and students that the actions promoting women, 

such as gender parity quotas in committees and decision-making bodies, as well as in target values for hiring 

staff, do more harm than provide value. 

On the one hand, many women feel the danger of being unfairly promoted based on their gender, not their 

capabilities, or being accused by their male colleagues that they received promotion only because they are 

women. On the other hand, many men feel disadvantaged or discriminated. Results of the internal gender 

audit at the DIS showed that the only events and interventions, where gender-based exclusion was observed, 

were those aimed at the promotion of women, where only women could participate. Furthermore, gender 

parity quotas in committees and decision-making bodies create excessive additional workload for female 

professors in the areas where women are under-represented, which is often perceived as hindering career 

                                                           
27 http://eige.europa.eu/rdc/thesaurus/terms/1215 

http://eige.europa.eu/rdc/thesaurus/terms/1215
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progress rather than supporting it. It is important to think about strategies how the unintended negative 

perceptions and impacts of the actions promoting women could be avoided. 

It is also important to highlight that the phenomenon of the low share of women at all levels at the DIS is only 

partly perceived as a problem to be tackled. Some staff members agree that it is indeed an issue, while others 

rather perceive the low share of women as “natural” and “normal”, i.e. that women are just not interested in 

the STEM professions due to their innate and/or socially formed characteristics. A possible underlying reason 

here could be the fact that formal gender equality has already been largely achieved in Germany. Here 

measures to raise awareness will be needed at all levels to sensitise staff members, as well as students, about 

(a) the reasons, why this is an issue to be tackled, (b) the far-reaching negative consequences of under-

representation of women in IS, and (c) the real roots of the perceived “lack of interest” of women in the STEM 

professions. 

3.2.5 Challenge 5: Perceived exclusion of international students. 
Challenge source(s): workshop. 

Challenge area(s): Teaching and services for (potential) students; Institutional communication. 

Target group(s) affected by the challenge: students. 

Challenge description: 

The internal gender audit at the DIS revealed that some international students felt excluded by local students 

from group work, which often forms part of a course curriculum. In case the students were asked to form 

groups, German students tended to team up with other German students. On the other hand, if groups were 

assigned by a lecturer and international students appeared to be a minority in a group dominated by German 

students, the international students tended to be excluded from group discussions, because German students 

were often hesitant to speak English. 

Note: The phenomenon that people sharing the same mother tongue tend to build teams among each other 

can be observed in any context. 

Note: This challenge is related to the equality, diversity, and social inclusion of all IS students. The focus on the 

intersectionality of gender and cultural background of students could provide further insights into tackling this 

challenge. 

3.2.6 Challenge 6: Difficulties in balancing work and family life. 
Challenge source(s): survey, interviews. 

Challenge area(s): HR and management practices. 

Target group(s) affected by the challenge: academic staff members. 

Challenge description: 

Since academic careers in Germany are associated with high workload and the culture of long working hours 

on the one hand and insecure working conditions (temporary contracts) on the other hand, men and women 

who have children or would like to have children tend to be disadvantaged. Therefore, existing activities 

supporting work-family balance need to be promoted and new activities in this area that address the needs of 

staff members in a more comprehensive way need to be identified. 
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Another aspect here is that male academic staff members at the DIS tend to take only short parental leave 

(usually only two months), meaning a lack of family time for them and that their spouses are out of the 

workforce for a significantly longer period. There are two main reasons for this phenomenon: (1) traditions 

and societal roles where a man is perceived as a primary breadwinner and a woman as a caretaker and (2) the 

fact that men in Germany earn on average more than women. At the same time, the German national law 

supports parents to share parental leave by prolonging it up to 14 months (vs. 12 months if only one parent, 

usually the mother, takes parental leave). 

Results of the internal gender audit also showed that not all Chairs at the DIS welcomed gradual return to work 

of the staff members (for instance, allow a parent to first work only half of a position, then three quarters of a 

position etc.). The underlying reason here might be the lack of women having children in leading positions who 

could lead by example in raising awareness about family-related issues and possible solutions to deal with 

them. 

3.2.7 Challenge 7: Vertical gender segregation. 
Challenge source(s): survey, interviews. 

Challenge area(s): HR and management practices; Institutional communication. 

Target group(s) affected by the challenge: academic staff members. 

Challenge description: 

The issue of vertical gender segregation or ‘glass ceiling’, i.e. lower shares of women at each higher position 

level, is relevant for the majority of fields in academia and in practice in Germany and worldwide, including 

the IS field. In 2017 the ‘glass ceiling’ phenomenon could be observed at the DIS when moving from doctoral 

researchers (24% are women) to postdoctoral researchers (12% are women). The lack of women at higher IS 

academic ranks leads to the lack of visible role models for young women and reinforces the image of IS as a 

male-dominated domain. Such an indirect societal message that women are not demanded or not suitable for 

managerial positions remains common. Thus, it is important to reveal and understand, how to tackle the subtle 

systemic and societal mechanisms that hinder women to strive for higher academic ranks in the IS field in 

general and at the DIS in particular. 

3.3 Action Plan to Address the Identified Challenges 
In this section, the approved action plan is presented for each of the selected ideas aimed at addressing the 

challenges and reaching respective objectives introduced in section 3.2. The ideas were collected, reviewed, 

and voted on during the “bottom-up” idea crowdsourcing process supported by the CrowdEquality1 platform. 

During the reviewing phase, the collected ideas were critically discussed by the WWU Working Group 

members of the EQUAL-IST project. Only the ideas considered as feasible to be implemented were either voted 

on by the DIS staff members and IS students or considered as important to be included in the GEP without 

voting. Due to limited available resources, only the subset of the pre-selected ideas could enter the 

implementation phase. The ideas were prioritised based on the voting results and the priorities of 

corresponding challenges (see section 3.2). The final list of ideas was then determined by the WWU Working 

Group members of the EQUAL-IST project and the action plan for their implementation was developed and 

discussed with further involved stakeholders. 



D3.2: Initial RPO-specific GEPs  

 
22 | 161 

 

The EQUAL-IST project leader at the WWU overtakes the leadership of the action management and 

implementation. Several other stakeholders specified for each action committed to provide informational and 

advisory support. These stakeholders include the WWU Working Group members of the EQUAL-IST project, 

where, among the other members, the GEP signatories are involved; the DIS study coordinator; the IS student 

council; and the WWU Equal Opportunities Office. It is intended to involve further stakeholders in the course 

of the GEP implementation. 

The proposed actions are both tangible (e.g., evaluation of marketing materials) and intangible (e.g., raising 

awareness about the importance of gender equality). Each of the proposed actions can address one or several 

objectives introduced in this section. Two actions are relevant for all objectives, namely “Action 13 

Dissemination of the Gender Equality Plan” and “Action 14: Development of the sustainability plan for all 

actions within the Gender Equality Plan”. Furthermore, all actions should contain activities aimed at raising 

awareness about the importance of gender equality (in addition to dedicated Action 6 – Action 7). All actions 

aimed at addressing “Objective 1: Increase the share of young women among Information Systems Bachelor 

students” (Action 1 – Action 5) need to include the explanation, what is about, highlighting that it is an 

interdisciplinary and diverse field, why it is interesting, what benefits and opportunities the IS profession 

provides etc. It needs to be underlined that the IS study programme at the WWU welcomes everyone and that 

it is an outdated stereotype that the IS field is for men only. 

Specific tasks that are foreseen to be performed within the first iteration of the GEP implementation (Iteration 

1, 10/2017 – 04/2018) are described in detail. As for the tasks planned for the second iteration of the GEP 

implementation (Iteration 2, 07/2018 – 04/2019), only their summary is presented in the GEP current version. 

It is intended to describe them in more detail in the GEP refined version, which will be developed in 05/2018-

06/2018. 

The Table 2 below (WWU Actions- Target Indicators-Involved Stakeholders and Period of Implementation) 

presents a summary of the stakeholders involved in the implementation of each action, as well as the target 

indicators to be achieved within Iteration 1 of the GEP implementation and the timeline for achieving these 

indicators. Detailed timeline and resources required to perform the tasks within each action are summarised 

in Table 3. A detailed description of each action is presented afterwards.
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3.3.1 Action 1: Identification of the promising activities and 
communication channels to promote the Information Systems 
study programme. 

A strategy for promoting the IS study programme at the WWU needs to be developed and structures for its 

implementation need to be established. In order to develop the strategy, first information about the ways 

secondary-school students in Germany, and especially young women, inform themselves about potential study 

programmes needs to be collected and analysed. Taking into consideration the results of this analysis, a survey 

on the choice of the IS study programme at the WWU needs to be designed and implemented. The survey 

needs to be distributed among first semester Bachelor and Master IS students. The students need to be asked, 

how they learned about the IS study programme and what motivated them to choose it. A comparative analysis 

of responses from male and female students needs to be performed. 

The analysis of related work and the survey results should reveal the most influential factor(s) and promising 

communication channel(s) for (further) promoting the IS study programme. The outcomes of this analysis need 

to act as a basis for workshops with the WWU Working Group members of the EQUAL-IST project and the IS 

student council, where the promising activities to promote the IS study programme need to be identified. 

Furthermore, contacts with the WWU press office need to be established and the opportunities for 

collaboration need to be explored. 

3.3.2 Action 2: Revision of existing marketing materials promoting 
the Information Systems study programme. 

It needs to be evaluated, whether existing marketing materials promoting the IS study programme at the WWU 

present the programme in an attractive and welcoming way for all, also for young women, and, if applicable, 

propose suggestions for their improvement. 

The evaluation needs to be based on the results of the analysis of related work. First, an overview of the 

guidelines on using the gender-sensitive approach in marketing materials needs to be performed. Second, the 

marketing materials of IS departments in Germany and worldwide, which were designed considering the 

gender equality principles, need to be collected and analysed. The evaluation of marketing materials needs to 

focus on ensuring that there is a balanced representation of men and women in images, that gender-sensitive 

language is used in texts, and that no gender stereotypes are transmitted in images or texts. 

The following marketing materials promoting the IS study programme need to be evaluated using the gender-

sensitive approach: the flyer promoting the IS Bachelor study programme, the brochure promoting the IS 

Bachelor study programme, the slides introducing the IS Bachelor study programme, the brochure promoting 

the IS Master study programme, the slides introducing the IS Master study programme, and the static pages 

of the DIS Website. Based on the results of this evaluation, suggestions for improvement need to be proposed 

and implemented during the next revision round of a respective marketing material. 

3.3.3 Action 3: Promotion of the Information Systems study 
programme at existing interventions for female pupils. 

There are interventions both at the WWU and outside the WWU aimed at motivating female pupils to select 

one of the STEM study programmes. The IS study programme at the WWU needs to become present there 
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and the activities engaging female pupils to select it for their future studies need to be developed. A respective 

strategy needs to be developed and structures for its implementation need to be established. 

The MExLab (MExLab ExperiMINTe)28 organisation at the WWU organises different interventions for primary 

and secondary school pupils aimed at encouraging them to select one of the STEM study programmes. Several 

interventions conducted by MExLab are specifically targeted at female pupils. Until now the IS study 

programme at the WWU has not been specifically included into the MExLab interventions and opportunities 

for increasing its presence there need to be explored. One possible suitable intervention outside the WWU is 

the Technovation29 international technology competition for female pupils, where the DIS staff members could 

act as mentors and promote the IS study programme to the participants. 

Contacts with the intervention organisers need to be established and the opportunities for collaboration need 

to be explored. A list of suitable activities to promote the IS field and the IS study programme at the identified 

interventions needs to be developed. Possible ideas could include the presentation of the role of information 

systems in disaster management, social media, online shopping etc. Existing activities for the other STEM study 

programmes can be used as best practices for initial inspiration. Based on the attained outcomes, the further 

course of action will need to be developed. 

3.3.4 Action 4: Promotion of the Information Systems study 
programme at surrounding schools. 

A strategy for promoting the IS study programme at surrounding schools needs to be developed and structures 

for its implementation need to be established. The Central Student Advisory Services Office at the WWU 

(Zentrale Studienberatung der Universität Münster)30 needs to be consulted regarding the existing contacts 

with surrounding schools, best practices, further ideas etc. 

Contacts with school principals need to be established and the opportunities for collaboration need to be 

explored. A set of innovative activities to promote the IS field and the IS study programme at schools needs to 

be developed and followed by their implementation. 

One possible intervention could be the organisation of regular (instead of sporadic) school visits and online 

meetings with pupils done by IS students, academic staff members, and professionals. Female speakers need 

to be encouraged to participate in the school visits and online meetings to act as role models for potential 

female students. Female speakers can be invited from the pool of current IS students, academic staff members 

at the DIS, and/or professionals (IS alumni). Incentives for them need to be developed. 

Another intervention could be the organisation of an open day(s) at the DIS campus, where teachers of 

surrounding schools are invited. The intention is to encourage teachers attending such event(s) to disseminate 

the correct and comprehensive information about the IS field and the IS study programme to pupils. 

                                                           
28 https://www.uni-muenster.de/MExLab/mexlabexperiminte/index.html 
29 http://technovationchallenge.org 
30 http://www.uni-muenster.de/ZSB 

https://www.uni-muenster.de/MExLab/mexlabexperiminte/index.html
http://technovationchallenge.org/
http://www.uni-muenster.de/ZSB
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3.3.5 Action 5: Improvement of the activities promoting the 
Information Systems study programme at the annual 
information days for secondary-school students. 

The IS study programme at the WWU needs to be promoted during the annual information days at the DIS for 

female pupils (“Girls’ Day”31) and at the SBE for all secondary-school students (“Hochstetler”32). Respective 

strategies need to be developed and implemented. 

Contacts with the organisers of the “Girls’ Day” and “Hochschultag” information days need to be established 

and the opportunities for collaboration and improvement of the presentation of the IS study programme there 

need to be explored. Female IS students need to be encouraged to participate in both information days to act 

as role models for potential female students. Incentives for them need to be developed. 

A special event within the “Girls’ Day” intervention focusing on the IS profession and the IS study programme 

at the WWU needs to be launched. The materials and agenda for the “Girls’ Day” events at the DIS need to be 

developed. Possible activities for the participants could include resolving an IS case challenge, meeting with 

one of the student project seminar teams, informal meeting with female IS students etc. (Note: A project 

seminar is a special teaching format at the DIS, usually done in collaboration with companies, where IS students 

work in teams on some task relevant for practice.) The target audience of “Girls’ Day” at the DIS needs to be 

extended, so that not only female secondary-school students (who are about to complete their studies at 

school), but also younger female pupils are invited. 

3.3.6 Action 6: Raising awareness via marketing materials about the 
importance of gender equality and the value of gender-
sensitive language. 

An overview of the following related work needs to be performed: (a) on promising awareness-raising 

interventions and (b) on the value of gender-sensitive language. Based on the results of this analysis, a strategy 

for raising awareness via marketing materials about the importance of gender equality and the value of 

gender-sensitive language needs to be developed and structures for its implementation need to be established 

both at the SBE and WWU levels. 

3.3.7 Action 7: Improvement of communication of the content of 
existing actions promoting women and the reasons behind 
them. 

The following aspects need to be communicated in a more effective way: (a) the meaning and objectives of 

the actions specifically promoting women, (b) how these actions work, and (c) the reasons behind their 

implementation. A respective strategy needs to be developed and structures for its implementation need to 

be established both at the SBE and WWU levels. 

Specific attention needs to be paid to raising awareness about the intentions behind and objectives of quotas 

and the obligatory sentence for all job vacancies at the WWU that in case of equal qualification a female 

                                                           
31 https://www.girls-day.de 
32 http://www.hochschultag-ms.de 

https://www.girls-day.de/
http://www.hochschultag-ms.de/
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candidate has a priority. It needs to be widely communicated that merit, but not gender, is the selection 

criteria. A discussion needs to be initiated about how the harm from quotas and other actions promoting 

women could be reduced. It needs to be communicated that direct discrimination against women existed not 

so long ago and that the recent achievements preventing it should not be taken for granted. 

Clarification and justification of the actions promoting women at the WWU need to be summarised on the 

website of the WWU Equal Opportunities Office. The link to this information needs to be further disseminated, 

in particular, via the DIS and SBE websites, via email to all DIS and SBE staff members, as well as in all future 

communication with female academic staff members at the DIS and SBE (for instance, when inviting them to 

participate in the programmes aimed at advancing their academic careers). 

3.3.8 Action 8: Formulation of suggestions for improvement of 
existing regulations related to gender equality. 

Currently all job vacancies at the WWU must contain the following sentence: “In case of equal qualification a 

female candidate has a priority”. The formulation of this sentence is done centrally at the WWU level. Results 

of the internal gender audit at the DIS showed that both men and women had negative attitude towards this 

sentence. Therefore, it needs to be proposed to the WWU Equal Opportunities Office to revise it. 

Several suggestions to rephrase the sentence are as follows: “Gender, ethnicity, religious views etc. cannot act 

as a factor advantaging or disadvantaging a candidate.” and/or “Our Department strives to achieve gender 

equality.” and/or “Our Department is a place without gendered tasks.” and/or “We believe that all genders 

can do the same job at our Department.” In addition to that, further examples of how this sentence is 

formulated in other universities in Germany and, in particular, in the state of North Rhine-Westphalia need to 

be collected, analysed, and a comprehensive list of all promising suggestions needs to be communicated to 

the WWU Equal Opportunities Office. 

Furthermore, according to the current regulations in the North Rhine-Westphalian Equal Opportunities Act 

(Landesgleichstellungsgesetz NRW)11, only women can be equal opportunities officers at the universities. 

Results of the internal gender audit at the DIS showed that there was a demand at the SBE to enable both 

women and men to become faculty equal opportunities officers. As it might not be feasible to change the state 

regulations, one possible intervention could be to encourage men to become active members of the equal 

opportunities commissions at the faculty level. 

Official letters communicating these suggestions need to be prepared and sent to the WWU Equal 

Opportunities Office. Each suggestion needs to be backed up with the data collected during the internal gender 

audit at the DIS. Implementation of these suggestions might not be feasible, but the WWU Equal Opportunities 

Office will be asked to consider them and communicate further to the state and country levels. 

3.3.9 Action 9: Development and implementation of a strategy for 
connecting international students with local students. 

A strategy for connecting international students with local students needs to be developed covering the 

following aspects. Structures for implementation of this strategy need to be established. 

The share of international students is especially high in the IS Master study programme at the WWU, where 

English is the only language of instruction. Therefore, first, gender-disaggregated statistics on the share of 

international students in the IS Master study programme since its initiation in 2008 need to be collected. The 
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evidence needs to be provided that the share of international students has increased over time, which would 

act as further justification of the need for interventions for this target group. 

Second, further group work activities aimed at connecting international students with local students need to 

be incorporated into lectures. The courses that take place at the beginning of the IS Master study programme 

need to be primarily targeted. The opportunities for introducing further short interactive exercises, where 

student groups are formed in a random way directly during the lecture, need to be explored. As new groups 

would be formed for each exercise, both local and international students would have a chance to get in contact 

with a larger number of their peers. The intention here is to overcome gender and culture prejudices that 

might currently exist. 

Third, a buddy programme connecting international students with local students needs to be initiated. The 

idea behind the buddy programme is to match international students with local students at the beginning of 

the semester, and encourage them to meet and participate in various clubs, teams or activities. 

Fourth, international students need to be encouraged to become members of the IS student council. 

Fifth, the opportunities need to be explored, how regular international IS students could be further involved 

in existing initiatives supporting exchange students in Muenster. The initiatives supporting exchange students 

in Muenster include, for instance, the “Die Brücke” International Centre at the WWU33, the WWU International 

Office34, International Relations Center at the SBE35, and the Erasmus Münster36 informal movement. 

3.3.10 Action 10: Improvement of communication of the expectations 
from academic staff members during the hiring process. 

The expectations from academic staff members need to be communicated in a more effective way during the 

hiring process at the DIS. The professors at the DIS (as they are responsible for hiring their staff members) 

need to be notified that during the internal gender audit several staff members indicated that the expectations 

from them were not communicated clearly during the hiring process. A strategy for improving the hiring 

process at the DIS needs to be developed and structures for its implementation need to be established. 

In particular, it needs to be communicated that there are no fixed working hours at the DIS. No fixed working 

hours at the DIS means, on the one hand, flexibility and opportunities for telework, but, on the other hand, 

that there might also be situations requiring working outside the regular working hours. Clear communication 

is important to manage expectations of applicants and make them better prepared for the type of job they 

will face as academic staff members. 

3.3.11 Action 11: Development and implementation of a strategy for 
supporting staff members and students who have children. 

A strategy for supporting staff members and students who have children needs to be developed covering the 

following aspects. Structures for implementation of this strategy need to be established. 

                                                           
33 http://www.uni-muenster.de/DieBruecke/en/index.html 
34 http://www.uni-muenster.de/InternationalOffice/en/ 
35 https://www.wiwi.uni-muenster.de/fakultaet/en/international/irc 
36 https://www.facebook.com/erasmus.muenster 

http://www.uni-muenster.de/DieBruecke/en/index.html
http://www.uni-muenster.de/InternationalOffice/en/
https://www.wiwi.uni-muenster.de/fakultaet/en/international/irc
https://www.facebook.com/erasmus.muenster
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First, gender-disaggregated statistics on parental leave of the DIS staff members (both academic and non-

academic) need to be collected and analysed. Furthermore, the opportunities for collecting gender-

disaggregated statistics on IS students who have children need to be explored. No such statistics are currently 

collected at the WWU. As for the staff members, the statistics are available at the university level, but further 

exploration for the DIS is required. It is also important to collect statistics on the share of children who received 

a place in a kindergarten, which was reserved by the WWU. For the DIS staff members, it is relevant to also 

collect statistics on how many months a person (and, if available, his/her partner) took a parental leave. Based 

on the attained outcomes, the further course of action will need to be developed. 

Second, the activities supporting staff members and students who have children, which were implemented in 

other universities in Germany, need to be collected, analysed, and compared with those offered at the WWU. 

Third, the information about existing opportunities at the WWU for staff members and students who have 

children need to be communicated in a more effective way. A respective strategy needs to be developed and 

structures for its implementation need to be established considering the results of the analysis of statistics 

and related interventions. Information about the opportunities at the WWU for staff members and students 

who have children needs to be unified and updated, as it currently appears on several WWU webpages, which 

are not synchronised with each other. The link to this unified and updated information needs to be published 

then on the DIS and SBE websites.  

Fourth, the DIS staff members and IS students who have children need to be asked, what further activities 

they would find useful. One possible intervention could be the organisation of a mailing list and/or of informal 

meetings for parents, where they could (a) exchange experiences on how they manage to combine academic 

work and parenting, what opportunities for parents they could use, and how existing opportunities could be 

improved to better address their needs, as well as (b) explore possibilities for potential collaboration, such as 

supporting each other in carpooling, sharing costs for a baby sitter, taking care of each other’s children in 

urgent cases etc. However, before organising such an intervention, it is important to explore the demand for 

it from parents. 

Fifth, the opportunities for conducting a training for the DIS professors about the importance of ensuring the 

balance of work and family life of their staff members need to be investigated. It needs to be explored, whether 

it could be feasible to organise and conduct such a training. The training needs to also contain activities aimed 

at raising awareness about the importance of gender equality, gender-sensitive language, avoidance of gender 

stereotypes, and promoting the culture of sharing family and care responsibilities. The ways to encourage the 

DIS professors to participate in this training need to be investigated. Moreover, the resources required to 

organise and conduct the training need to be estimated. Based on the attained outcomes, the further course 

of action will need to be developed. 

3.3.12 Action 12: Promotion of existing activities aimed at advancing 
women in their academic careers. 

Female academic staff members at the DIS need to be encouraged to participate more actively in the 

programmes offered by the WWU Equal Opportunities Office aimed at the promotion of their academic 

careers. The reasons behind their current low participation need to be explored. Possible reasons might 

include lack of time, lack of interest, lack of awareness, lack of encouragement from academic supervisors etc. 

Based on the results of this analysis, a strategy for addressing the needs of female academic staff members at 



D3.2: Initial RPO-specific GEPs  

 

 29 | 161 
 

 

 

the DIS and encouraging them to participate in existing activities aimed at advancing their academic careers 

needs to be developed. Structures for implementation of this strategy need to be established. 

3.3.13 Action 13: Dissemination of the Gender Equality Plan. 
Both the overall GEP document and each of the designed actions need to be disseminated to all target groups 

at the DIS: academic staff members (in particular, professors), non-academic staff members, and students. 

Moreover, the GEP needs to be disseminated at the SBE and WWU levels. Specific GEP dissemination activities 

include press releases published on the DIS and SBE websites; presentations at a ‘Brown Bag Meeting’ of the 

DIS academic staff members (a meeting that occurs during a lunch period), as well as at DIS and SBE Board 

Meetings; posts published on the WWU social media channels; and emails sent to the DIS staff members, the 

IS student council, and the WWU Equal Opportunities Office. 

3.3.14 Action 14: Development of the sustainability plan for all 
actions within the Gender Equality Plan. 

The processes required for the improvement of gender equality and diversity at the DIS need to be sustainable 

to make a change. According to the work done by Athena Swan37, the results of successful interventions 

promoting gender equality become visible only after at least five years since the start of their implementation. 

Therefore, it is crucial to ensure the sustainability of the actions outlined in the GEP. 

At the end of Iteration 1 of the GEP implementation, the “lessons learned” workshop(s) need to be conducted 

with all involved stakeholders. Furthermore, it needs to be continuously explored, how the GEP actions could 

be incorporated into the routine tasks of permanent roles and structures at the DIS, the SBE, and the WWU. 

Moreover, the opportunities to fund the GEP actions beyond the runtime of the EQUAL-IST project need to be 

explored. If applicable, a proposal(s) for funding need to be prepared and submitted. As a result, a 

sustainability plan for each of the GEP actions needs to be prepared and then implemented. The experience 

of other universities, which developed GEPs within third-party funded projects, needs to be collected, 

analysed, and considered during the creation of the sustainability plan. 

The GEP will become effective from the date of signature and shall remain in force for an initial period of seven 

months from October 2017 to April 2018. Thereafter, the GEP refined version shall be developed, approved, 

and signed. 

 

3.4 Action Plan Summary table 
The table below presents an overview of the Action Plan (Chapter 3.3) that WWU will implement to address 

the identified challenges. In particular, each row of the table presents for each action the people who will be 

responsible to implement it (Who is in charge), the results of this action implementation in terms of outputs 

planned (Target Indicators), and its period of implementation (Timeline).  

                                                           
37 http://www.ecu.ac.uk/equality-charters/athena-swan 

http://www.ecu.ac.uk/equality-charters/athena-swan
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 Action Title Who is in 

charge* 

Target Indicators (Iteration 1) Timeline (Iteration 1) 

10/2017-

12/2017 

01/2018-

04/2018 

Action 1: Identification of the 

promising activities and 

communication channels to promote 

the Information Systems study 

programme. 

L: a) 

S: b), c) 

1 workshop with the WWU Working Group members of the EQUAL-IST project is conducted to identify the 

promising activities and communication channels to promote the IS study programme. 

  

1 workshop with the IS student council is conducted to identify the promising activities and communication 

channels to promote the IS study programme. 

  

A marketing strategy for promoting the IS study programme is developed; permanent structures for the strategy 

implementation are established. 

  

Action 2: Revision of existing marketing 

materials promoting the Information 

Systems study programme. 

L: a), c) 

S: b), e) 

The flyer promoting the IS Bachelor study programme is evaluated using the gender-sensitive approach and 

recommendations for its improvement are suggested. 

  

Recommendations for improvement of the flyer promoting the IS Bachelor study programme are implemented. (Iteration 2) 

The brochure promoting the IS Bachelor study programme is evaluated using the gender-sensitive approach and 

recommendations for its improvement are suggested. 

  

Recommendations for improvement of the brochure promoting the IS Bachelor study programme are implemented. (Iteration 2) 

The slides introducing the IS Bachelor study programme are evaluated using the gender-sensitive approach and 

recommendations for their improvement are suggested. 

  

Recommendations for improvement of the slides introducing the IS Bachelor study programme are implemented. (Iteration 2) 

The brochure promoting the IS Master study programme is evaluated using the gender-sensitive approach and 

recommendations for its improvement are suggested. 

  

Recommendations for improvement of the brochure promoting the IS Master study programme are implemented.   

The slides introducing the IS Master study programme are evaluated using the gender-sensitive approach and 

recommendations for their improvement are suggested. 

  

Recommendations for improvement of the slides introducing the IS Master study programme are implemented. (Iteration 2) 

The static pages of the DIS Website (pages with fixed content) are evaluated using the gender-sensitive approach 

and recommendations for their improvement are suggested. 

  

Recommendations for improvement of the static pages of the DIS Website are implemented. (Iteration 2) 

Action 3: Promotion of the Information 

Systems study programme at existing 

interventions for female pupils. 

L: a) 

S: b), c), 

    d) 

2 workshops with organisers of STEM interventions for female pupils are conducted to develop a strategy for 

promoting the IS study programme at these interventions. 

  

A strategy for promoting the IS study programme at STEM interventions for female pupils is developed; permanent 

structures for the strategy implementation are established. 

  

L: a), c) 

S: b), d) 

1 workshop with the Central Student Advisory Services Office at the WWU is conducted to develop a strategy for 

promoting the IS study programme at surrounding schools. 
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Action 4: Promotion of the Information 

Systems study programme at 

surrounding schools. 

1 workshop with school principals is conducted to develop a strategy for promoting the IS study programme at 

surrounding schools. 

  

1 workshop with the DIS professors is conducted to develop a strategy for promoting the IS study programme at 

surrounding schools. 

  

A strategy for promoting the IS study programme at surrounding schools is developed; permanent structures for the 

strategy implementation are established. 

  

Action 5: Improvement of the activities 

promoting the Information Systems 

study programme at the annual 

information days for secondary-school 

students. 

L: a) 

S: b), c), 

    d) 

The panel is conducted within the “Hochschultag” 2017 information day for secondary-school students, where 

female IS students and/or alumni are involved as speakers. 

  

1 workshop with the organisers of the “Hochschultag” information days for secondary-school students is conducted 

to develop a strategy for promoting the IS study programme at these information days. 

  

A strategy for promoting the IS study programme at the “Hochschultag” information days for secondary-school 

students is developed; permanent structures for the strategy implementation are established. 

  

1 workshop with the organisers of the “Girls’ Day” information days for female pupils is conducted to launch the 

“Girls’ Day” event at the DIS. 

(Iteration 2) 

1 workshop with the WWU Working Group members of the EQUAL-IST project is conducted to develop a strategy 

for promoting the IS study programme within the “Girls’ Day” events at the DIS. 

(Iteration 2) 

A strategy for promoting the IS study programme within the “Girls’ Day” events at the DIS is developed; permanent 

structures for the strategy implementation are established. 

(Iteration 2) 

The materials and agenda for the “Girls’ Day” events at the DIS are developed. (Iteration 2) 

Action 6: Raising awareness via 

marketing materials about the 

importance of gender equality and the 

value of gender-sensitive language. 

L: a) 

S: b), e) 

1 workshop with the WWU Equal Opportunities Office is conducted to develop a strategy for raising awareness via 

marketing materials about the importance of gender equality and the value of gender-sensitive language. 

  

1 workshop with the SBE public relations office is conducted to develop a strategy for raising awareness via 

marketing materials about the importance of gender equality and the value of gender-sensitive language. 

  

A strategy for raising awareness via marketing materials about the importance of gender equality and the value of 

gender-sensitive language is developed; permanent structures for the strategy implementation are established. 

  

Action 7: Improvement of 

communication of the content of 

existing actions promoting women and 

the reasons behind them. 

L: a) 

S: b), e) 

1 workshop with the WWU Equal Opportunities Office is conducted to develop a strategy for improving the 

communication of the content of existing actions promoting women and the reasons behind them. 

  

1 workshop with the SBE public relations office is conducted to develop a strategy for improving the communication 

of the content of existing actions promoting women and the reasons behind them. 

  

A strategy for improving the communication of the content of existing actions promoting women and the reasons 

behind them is developed; permanent structures for the strategy implementation are established. 

  

Information about the reasons behind the actions promoting women at the WWU is published on the website of 

the WWU Equal Opportunities Office and the links to it are published on the DIS and SBE websites. 
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2 emails informing about the reasons behind the actions promoting women at the WWU are sent (to all DIS and SBE 

staff members). 

  

Action 8: Formulation of suggestions 

for improvement of existing 

regulations related to gender equality. 

L: a) 

S: b), e) 

2 official letters communicating the suggestions for improvement of existing regulations related to gender equality 

are sent to the WWU Equal Opportunities Office. 

  

Action 9: Development and 

implementation of a strategy for 

connecting international students with 

local students. 

L: a), c), 

    d) 

S: b) 

Gender-disaggregated statistics on the share of international students in the IS Master study programme in 2008-

2016 are collected and analysed. 

  

1 workshop with the staff members responsible for the lectures in the IS Master study programme is conducted to 

develop a strategy for incorporating into the lectures further group work activities aimed at connecting 

international students with local students. 

(Iteration 2) 

The working group for initiating a buddy programme at the DIS is established within the IS student council.   

1 workshop with the IS student council is conducted to develop a strategy for initiating the buddy programme at the 

DIS. 

  

1 workshop with the IS student council is conducted to develop a strategy for encouraging international students to 

become members of the IS student council. 

  

4 workshops with coordinators of existing initiatives supporting exchange students in Muenster are conducted to 

develop a strategy for involving regular international IS students into these initiatives. 

(Iteration 2) 

A strategy for connecting international students with local students is developed; permanent structures for the 

strategy implementation are established. 

(Iteration 2) 

Action 10: Improvement of 

communication of the expectations 

from academic staff members during 

the hiring process. 

L: a) 

S: b) 

1 workshop with the DIS professors is conducted to develop a strategy for improving the hiring process at the DIS.   

A strategy for improving the hiring process at the DIS is developed; permanent structures for the strategy 

implementation are established. 

  

Action 11: Development and 

implementation of a strategy for 

supporting staff members and students 

who have children. 

L: a) 

S: b), e) 

Gender-disaggregated statistics on parental leave of the DIS staff members in 2011-2016 are collected and 

analysed. 

  

A solution is developed how gender-disaggregated statistics on (IS) students who have children can be collected.   

2 workshops with the DIS staff members and IS students who have children are conducted to identify, what kind of 

support they require, as well as to develop a strategy for improving the communication of the information about 

existing opportunities for them. 

(Iteration 2) 

Information about existing opportunities for staff members and students who have children is unified and updated 

on relevant WWU webpages, as well as disseminated on the DIS and SBE websites. 

  

1 workshop with the experts who can lead the training on work-family balance is conducted to develop a strategy 

for promoting the training among the DIS professors, as well as to estimate the resources required. 

(Iteration 2) 
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1 workshop with the DIS professors is conducted to introduce the goals of the training on work-family balance and 

to encourage them to participate in it. 

(Iteration 2) 

A strategy for supporting staff members and students who have children is developed; permanent structures for the 

strategy implementation are established. 

(Iteration 2) 

  



D3.2: Initial RPO-specific GEPs  

 

 34 | 161 
 

 

 

Action 12: Promotion of existing 

activities aimed at advancing women in 

their academic careers. 

L: a) 

S: b), e) 

1 workshop with female academic staff members at the DIS is conducted to understand their needs and the reasons 

behind their current low participation in existing activities aimed at advancing their academic careers. 

  

A strategy for addressing the needs of female academic staff members at the DIS and encouraging them to 

participate in existing activities aimed at advancing their academic careers is developed; permanent structures for 

the strategy implementation are established. 

  

Action 13: Dissemination of the Gender 

Equality Plan. 

L: a) 

S: b) 

The press release informing about the GEP is published on the DIS website.   

The press release informing about the GEP is published on the SBE website.  

The GEP is presented at a ‘Brown Bag Meeting’ of the DIS academic staff members.  

The GEP is presented at a DIS Board Meeting.  

The GEP is presented at a SBE Board Meeting.  

The posts informing about the GEP are published on the WWU social media channels.  

The emails informing about the GEP are sent to the DIS staff members, the IS student council, and the WWU Equal 

Opportunities Office. 

 

Action 14: Development of the 

sustainability plan for all actions within 

the Gender Equality Plan. 

L: a) 

S: b), c), 

    d), e) 

(Iteration 2) 

* - L - Leadership of the action management and implementation; S – Informational and advisory support; 

a) - EQUAL-IST project leader at the WWU; b) - WWU Working Group members of the EQUAL-IST project; c) the DIS study coordinator; d) - the IS student council;  

e) - the WWU Equal Opportunities Office. 

Table 2: WWU Actions- Target Indicators-Involved Stakeholders and Period of Implementation. 
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Complementary to the above, the Table below presents for each Action the description of the activities that the involved people will carry out (Task Description) and the 

corresponding approximate resources that will be needed, both during the 1st iteration of GEP implementation (10/2017-3/2018) and the 2nd iteration. Its calculates also the 

total resources as well as any additional costs needed, such as catering. (Total PM per Task-Further Resources Required) 

Action Title Task Description Timeline and Personnel Resources Required (PM)* Total 

PM 

per 

Task 

Further 

Resources 

Required 

10/2017 11/2017 12/2017 01/2018 02/2018 03/2018 04/2018 Itera-

tion 2 

Action 1: Identification of the 

promising activities and 

communication channels to 

promote the Information Systems 

study programme. 

Collection and analysis of 

information about the ways 

secondary-school students in 

Germany, and especially young 

women, inform themselves about 

potential study programmes. 

0.1        0.1  
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Design and test of the survey on the 

choice of the IS study programme at 

the WWU; analysis of the survey 

results. 

0.2 0.2 0.1      0.5  

Preparation, conduction, and 

reporting on the workshops with the 

WWU Working Group members of 

the EQUAL-IST project and the IS 

student council to identify the 

promising activities and 

communication channels to promote 

the IS study programme. 

   0.15 0.15    0.3 120€ 

(catering) 

Development of a marketing 

strategy for promoting the IS study 

programme; establishment of 

structures for the strategy 

implementation. 

     0.1  0.15 0.25  

Action 2: Revision of existing 

marketing materials promoting the 

Information Systems study 

programme. 

Collection and analysis of the 

guidelines on using the gender-

sensitive approach in marketing 

materials. 

0.1        0.1  
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Collection and analysis of the 

marketing materials of IS 

departments in Germany and 

worldwide, which were designed 

considering the gender equality 

principles. 

0.1        0.1  

Evaluation of the following 

marketing materials using the 

gender-sensitive approach, 

formulation of recommendations for 

their improvement: the flyer 

promoting the IS Bachelor study 

programme; the brochure 

promoting the IS Bachelor study 

programme; the slides introducing 

the IS Bachelor study programme; 

the brochure promoting the IS 

Master study programme; the slides 

introducing the IS Master study 

programme; and the static pages of 

the DIS Website. 

0.1      0.5  0.6  

Implementation of the 

recommendations for improvement 

of the following marketing materials: 

the flyer promoting the IS Bachelor 

study programme; the brochure 

promoting the IS Bachelor study 

programme; the slides introducing 

the IS Bachelor study programme; 

the brochure promoting the IS 

Master study programme; the slides 

introducing the IS Master study 

programme; and the static pages of 

the DIS Website. 

0.25       0.95 1.2  
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Action 3: Promotion of the 

Information Systems study 

programme at existing 

interventions for female pupils. 

Preparation, conduction, and 

reporting on the workshops with 

organisers of STEM interventions for 

female pupils to develop a strategy 

for promoting the IS study 

programme at these interventions. 

   0.15 0.15    0.3 120€ 

(catering) 

Development of a strategy for 

promoting the IS study programme 

at STEM interventions for female 

pupils; establishment of structures 

for the strategy implementation. 

     0.1  0.15 0.25  

Action 4: Promotion of the 

Information Systems study 

programme at surrounding schools. 

Preparation, conduction, and 

reporting on the workshops with the 

Central Student Advisory Services 

Office at the WWU, school 

principals, and the DIS professors to 

develop a strategy for promoting the 

IS study programme at surrounding 

schools. 

   0.15 0.15 0.15   0.45 180€ 

(catering) 

Development of a strategy for 

promoting the IS study programme 

at surrounding schools; 

establishment of structures for the 

strategy implementation. 

     0.1  0.15 0.25  

Action 5: Improvement of the 

activities promoting the 

Information Systems study 

programme at the annual 

information days for secondary-

school students. 

Preparation, conduction, and 

reporting on the panel within the 

“Hochschultag” 2017 information 

day for secondary-school students, 

where female IS students and/or 

alumni are involved as speakers. 

 0.25       0.25 500€ 

(catering) 
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Preparation, conduction, and 

reporting on the workshop with the 

organisers of the “Hochschultag” 

information days for secondary-

school students to develop a 

strategy for promoting the IS study 

programme at these information 

days. 

 0.15       0.15 60€ 

(catering) 

Development of a strategy for 

promoting the IS study programme 

at the “Hochschultag” information 

days for secondary-school students; 

establishment of structures for the 

strategy implementation. 

  0.1     0.15 0.25  

Preparation, conduction, and 

reporting on the workshop with the 

organisers of the “Girls’ Day” 

information days for female pupils 

to launch the “Girls’ Day” event at 

the DIS. 

       0.15 0.15 60€ 

(catering) 

Preparation, conduction, and 

reporting on the workshop with the 

WWU Working Group members of 

the EQUAL-IST project to develop a 

strategy for promoting the IS study 

programme within the “Girls’ Day” 

events at the DIS. 

       0.15 0.15 60€ 

(catering) 

Development of a strategy for 

promoting the IS study programme 

within the “Girls’ Day” events at the 

DIS; establishment of structures for 

the strategy implementation. 

       0.25 0.25  

Development of the materials and 

agenda for the “Girls’ Day” events at 

the DIS. 

       0.5 0.5  
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Action 6: Raising awareness via 

marketing materials about the 

importance of gender equality and 

the value of gender-sensitive 

language. 

Collection and analysis of the 

materials about promising 

awareness-raising interventions. 

  0.1      0.1  

Collection and analysis of the 

materials about the value of gender-

sensitive language. 

  0.1      0.1  

Preparation, conduction, and 

reporting on the workshops with the 

WWU Equal Opportunities Office 

and the SBE public relations office to 

develop a strategy for raising 

awareness via marketing materials 

about the importance of gender 

equality and the value of gender-

sensitive language. 

   0.15 0.15    0.3 120€ 

(catering) 

Development of a strategy for 

raising awareness via marketing 

materials about the importance of 

gender equality and the value of 

gender-sensitive language; 

establishment of structures for the 

strategy implementation. 

     0.1  0.15 0.25  

Action 7: Improvement of 

communication of the content of 

existing actions promoting women 

and the reasons behind them. 

Preparation, conduction, and 

reporting on the workshops with the 

WWU Equal Opportunities Office 

and the SBE public relations office to 

develop a strategy for improving the 

communication of the content of 

existing actions promoting women 

and the reasons behind them. 

   0.15 0.15    0.3 120€ 

(catering) 
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Development of a strategy for 

improving the communication of the 

content of existing actions 

promoting women and the reasons 

behind them; establishment of 

structures for the strategy 

implementation. 

     0.1  0.15 0.25  

Preparation of the information 

about the reasons behind the 

actions promoting women at the 

WWU, its publication on the website 

of the WWU Equal Opportunities 

Office, as well as its dissemination 

via (a) the DIS and SBE websites and 

(b) emails to all DIS and SBE staff 

members. 

    0.1 0.1   0.2  

Action 8: Formulation of 

suggestions for improvement of 

existing regulations related to 

gender equality. 

Development of suggestions for 

improvement of existing regulations 

related to gender equality and their 

communication to the WWU Equal 

Opportunities Office via official 

letters. 

  0.15      0.15  

Action 9: Development and 

implementation of a strategy for 

connecting international students 

with local students. 

Collection and analysis of gender-

disaggregated statistics on the share 

of international students in the IS 

Master study programme in 2008-

2016. 

  0.1      0.1  
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Preparation, conduction, and 

reporting on the workshop with the 

staff members responsible for the 

lectures in the IS Master study 

programme to develop a strategy for 

incorporating into the lectures 

further group work activities aimed 

at connecting international students 

with local students. 

       0.15 0.15 60€ 

(catering) 

Establishment within the IS student 

council of the working group for 

initiating the buddy programme at 

the DIS. 

 0.1       0.1  

Preparation, conduction, and 

reporting on the workshops with the 

IS student council to develop a 

strategy for initiating the buddy 

programme at the DIS and a strategy 

for encouraging international 

students to become members of the 

IS student council. 

 0.30       0.30 120€ 

(catering) 

Preparation, conduction, and 

reporting on the workshops with 

coordinators of existing initiatives 

supporting exchange students in 

Muenster to develop a strategy for 

involving regular international IS 

students into these initiatives. 

       0.6 0.6 240€ 

(catering) 

Development of a strategy for 

connecting international students 

with local students; establishment of 

structures for the strategy 

implementation. 

       0.25 0.25  
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Action 10: Improvement 

of communication of the 

expectations from 

academic staff members 

during the hiring process. 

Preparation, conduction, and reporting on the 

workshop with the DIS professors to develop a 

strategy for improving the hiring process at 

the DIS. 

      0.15  0.15 60€ 

(catering) 

Development of a strategy for improving the 

hiring process at the DIS; establishment of 

structures for the strategy implementation. 

      0.1 0.15 0.25  

Action 11: Development 

and implementation of a 

strategy for supporting 

staff members and 

students who have 

children. 

Collection and analysis of gender-

disaggregated statistics on parental leave of 

the DIS staff members in 2011-2016; 

development of a solution to collect gender-

disaggregated statistics on (IS) students who 

have children. 

  0.1 0.1     0.2  

Collection and analysis of information about 

the activities supporting staff members and 

students who have children implemented in 

other universities in Germany; their 

comparison with those offered at the WWU. 

  0.1      0.1  

Preparation, conduction, and reporting on the 

workshops with the DIS staff members and IS 

students who have children to identify, what 

kind of support they require, as well as to 

develop a strategy for improving the 

communication of the information about 

existing opportunities for them. 

       0.3 0.3 120€ 

(catering) 

Unification and update of the information 

about existing opportunities for staff members 

and students who have children on relevant 

WWU webpages; dissemination of this 

information on the DIS and SBE websites. 

   0.15     0.15  
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Preparation, conduction, and reporting on the 

workshop with the experts who can lead the 

training on work-family balance to develop a 

strategy for promoting the training among the 

DIS professors, as well as to estimate the 

resources required. 

       0.15 0.15 60€ 

(catering) 

Preparation, conduction, and reporting on the 

workshop with the DIS professors to introduce 

the goals of the training on work-family 

balance and to encourage them to participate 

in it. 

       0.15 0.15 60€ 

(catering) 

Development of a strategy for supporting staff 

members and students who have children; 

establishment of structures for the strategy 

implementation. 

       0.25 0.25  

Action 12: Promotion of 

existing activities aimed 

at advancing women in 

their academic careers. 

Preparation, conduction, and reporting on the 

workshop with female academic staff 

members at the DIS to understand their needs 

and the reasons behind their current low 

participation in existing activities aimed at 

advancing their academic careers. 

    0.15    0.15 60€ 

(catering) 

Development of a strategy for addressing the 

needs of female academic staff members at 

the DIS and encouraging them to participate in 

existing activities aimed at advancing their 

academic careers; establishment of structures 

for the strategy implementation. 

     0.1  0.15 0.25  
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Action 13: Dissemination 

of the Gender Equality 

Plan. 

Dissemination of the GEP via press releases 

published on the DIS and SBE websites; 

presentations at a ‘Brown Bag Meeting’ of the 

DIS academic staff members, as well as at DIS 

and SBE Board Meetings; posts published on 

the WWU social media channels; and emails 

sent to the DIS staff members, the IS student 

council, and the WWU Equal Opportunities 

Office. 

0.15        0.15  

Action 14: Development 

of the sustainability plan 

for all actions within the 

Gender Equality Plan. 

(Iteration 2)        0.5 0.5  

Total 1 1 0.85 1 1 0.85 0.75 5.55 12 2120€ 

* - PM – Person Month(s), 1 PM = 143.33 working hours. 

Table 3: WWU Task Description, Timeline, and Resources Required.
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4 UniMORE Gender Equality Plan  

4.1 Introduction  
This Gender Equality Plan is the result of a long process of discussion and analysis internal at the University 

of Modena and Reggio Emilia (UniMORE). The proposed plan is based on the results of the internal Gender 

Equality Audit (details in the deliverable D2.5 “Gender Equality Assessment Report”), the crowdsourcing 

process carried out on the online CrowdEquality 38  platform, the analysis of the resulting data and the 

discussions among the members of the UniMORE EQUAL-IST Research Unit and Working Group, and 

meetings with the main stakeholders that will be involved in the GEPs implementation.    

The main challenges related to gender equality (described in detail in Section 2 “Current Challenges” of this 

document) were identified during the internal gender audit at UniMORE, that took place between December 

2016 and April 2017. The internal gender audit included different activities, such as a quantitative data 

collection of gender disaggregated data, individual semi-structured interviews with key people and decision 

makers, and participatory workshops, as described in D2.5 “Gender Equality Assessment Report”. As a result 

of the audit, several challenges were identified and some solution proposed to address them. These 

challenges and solutions were uploaded as an initial input onto the CrowdEquality online platform39 to trigger 

a collaborative crowdsourcing process leading to the proposal of additional solutions aimed at addressing 

the identified challenges, according to the bottom-up ideation approach envisaged by the EQUAL-IST project.     

After having analyzed and internally discussed the results of gender audit and crowdsourcing exercise, the 

UniMORE working group organized online and face-to-face meetings with the main stakeholders involved in 

the GEPs implementation, namely the Rector of the University, the Head of the Department, the President 

of the CUG (Unified Committee for Guarantees, the Responsible of the Research Office, the members of the 

Interdepartmental Center CRID (Research Center on discriminations and vulnerability). The meetings had a 

twofold objective: on one hand, to discuss with the stakeholders how to translate the solution, emerged on 

the crowdsourcing process and formulated in general terms, into concrete actions that are feasible and 

effective at the same time to address the specific challenges within the UniMORE institution; on the other 

hand, the involvement of the stakeholders in the design phase of GEPs was aimed at engaging them to have 

their support in the following implementation phase.    

It is important to underline that the National regulation and the current Triennial Positive Actions Plan 2016-

18 of UniMORE40 has been considered. The EQUAL-IST Gender Equality Plan will not replace the UniMORE 

Triennial Positive Action Plan, but will integrate it to reinforce or add new actions in order to achieve the goal 

of gender equality within our institution. 

Finally, we highlight that this Gender Equality Plan is aligned with the following principles set out in the 

European Charter for Researchers41 and the Code of Conduct for the Recruitment of Researchers42: 

• Non-discrimination against researchers in any way on the basis of gender, age, ethnic, national or 

social origin, religion or belief, sexual orientation, language, disability, political opinion, social or 

economic condition. 

o Italian organizations, such as UNIMORE, refer to norms defined at Constitutional level 

mainly. Nonetheless, other relevant aspects highlighted in the European Charter and Code 

                                                           
38 https://www.crowdequality.eu 
39  https://www.crowdequality.eu 
40  http://www.cug.unimore.it/site/home/documenti/piano-triennale-azioni-positive.html 
41  https://euraxess.ec.europa.eu/jobs/charter/european-charter 
42  https://euraxess.ec.europa.eu/jobs/charter/code 

https://www.crowdequality.eu/
http://www.cug.unimore.it/site/home/documenti/piano-triennale-azioni-positive.html
https://euraxess.ec.europa.eu/jobs/charter/european-charter
https://euraxess.ec.europa.eu/jobs/charter/code
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of Conduct for the selection of Researchers, the Magna Charta Universitatum and the 

Statute of rights and duties of University students have been transferred within the 

following: 

▪ UNIMORE Statute,  

▪  Code of conduct of Public Administration Employee (D.M. 28 novembre 2000),  

▪ Code of equal opportunities (D.Lgs. 11 aprile 2006 n° 198),  

▪ UNIMORE Ethic Code (Senato Accademico  31 marzo 2009 - and CHANGES adopted 

on  14 settembre 2011, and 17 aprile 2012 – art. 4 

▪ UNIMORE Code of conduct for prevention and fighting against mobbing. 

• Ensuring that the working conditions for researchers, including for disabled researchers, provide 

where appropriate the flexibility deemed essential for successful research performance. Provision 

of working conditions which allow both women and men researchers to combine family and work, 

children and career. Paying attention, inter alia, to flexible working hours, part-time working, tele-

working and sabbatical leave, as well as to the necessary financial and administrative provisions 

governing such arrangements. 

o UNIMORE established a Unified Committee of Guarantees (Comitato unico di Garanzia – 

CUG) with competences on equal opportunities and mobbing. The CUG Committee: 

▪ defines action plans implementing European directives on equal treatment at the 

workplace; . 

▪ favors initiatives aimed at implementing actions on private/working life conditions 

▪ Promotes studies and surveys useful to the prevention, preparedness and 

eradication of discrepancies; 

▪ facilitates training and social awareness;  

▪ promotes actions in favor of wellbeing at work and in the University environment 

widely speaking; 

• Ensuring that the entry and admission standards for researchers, particularly at the beginning at 

their careers, are clearly specified and should also facilitate access for disadvantaged groups or for 

researchers returning to a research career, including teachers (of any level) returning to a research 

career. 

o With this regard, UNIMORE accepted those principles codified within the European Charter 

for Researchers. 

o Moreover, UNIMORE PhD Regulation established that  

▪ Accession is open to researchers of any nationality, having concluded their degree 

course at master; selection of PhD candidates is by open and public procedure 

(UNIMORE website, EURAXESS as well as other relevant sources of information are 

usually used by UNIMORE offices when publishing a PhD call) 

▪ http://www.unimore.it/hreg/Dottorati_XXIX_ciclo_regolamento_02.12.2016.pdf 
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4.2 Identified Challenges Related to Gender Equality and Diversity 
At the end of the gender audit process, 10 challenges about gender equality were identified and uploaded 

on the CrowdEquality platform for UniMORE.  The crowdsourcing exercise provided solution(s), formulated 

in general terms, for 7 of the 10 challenges. After having analyzed the results of the crowdsourcing exercise 

and discussed internally the proposed solutions, the EQUAL-IST research unit and working group members 

decided to include in the Gender Equality Plan actions to address all the 7 challenges with associated 

solutions. The 7 challenges are presented in the following table, indicating the Main and Sub-Area, the 

challenge Title and the corresponding Goal.   

Challenge Main 
Area 

Challenge Sub 
Area 

Challenge Title Goal 

HR Management 
Practices 

Work-life 
Balance 

Challenge 1 – Both academic and 
non-academic staff struggle to 
achieve work-life balance, 
especially with young children 

Goal 1 - Improve the work-life balance 
for staff (academic and non-academic) 
and students 

Gender Equality 
Machineries 

Challenge 2 – Scarcity of resources 
and coordination for committees 
on gender equality 

Goal 2 – Discover and Promote 
Collaboration Among Existing 
Resources for Gender Equality 

Gender 
Disaggregated 
Data and 
Monitoring 

Challenge 3 – Absence of long term 
monitoring for gender equality 

Goal 3 – Create a permanent 
monitoring system about gender 
equality 

Teaching and 
Students Services 

Contrasting 
gender 
segregation in 
studies choices 

Challenge 4 – Gender stereotypes 
about ICT/IST studies and lack of 
female role models 

Goal 4 - Counteract gender 
stereotypes and gender segregation in 
ICT/IST studies 

Research 
Content and 
Delivery 

Lack of women 
leading research 
projects 

Challenge 5 – Low Presence of 
Women as Leaders of Research 
Groups and Project Principal 
Investigators 

Goal 5 – Support female researchers 
with dedicated networking and 
training activities   

Institutional 
Communication 

Gender 
stereotypes/bias 
in institutional 
communication 

Challenge 6 -  Lack of Gender 
Neutral Communication 

Goal 6 - Improve the gender neutrality 
of the institutional communication 

Lack of 
awareness 
about gender 
equality issues 

Challenge 7 - Awareness about 
gender equality issues to be raised 
at all levels within the university 

Goal 7 – Raise awareness about 
gender equality among the members 
of the institution 

This section describes the main challenges emerged in UniMORE during the internal gender audit phases of 

quantitative data collection, semi-structured interviews, and participatory workshops 

 

4.2.1 Challenge 1 – Both academic and non-academic staff struggle 
to achieve work-life balance, especially with young children  

Main Area: HR Management Practices 
Sub-Area: Work-life Balance 
Challenge Source(s):  Participatory workshops 
Target group affected by the challenge: Academic and non-academic staff 
 
Challenge Description 
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During the internal gender audit participatory workshops, both the groups of academic and non-academic 
staff members pointed out the difficulty of balancing work and private life. This balance is especially hard to 
achieve for parents of young children, and in particular for women who usually have to shoulder most of the 
family care burden. This difficulty in balancing work and private life may represent a serious obstacle for 
women who become mothers in advancing in their careers, and a critical issue for the institution as well, 
because its employees are likely to experience potential detrimental effects of work related stress due to the 
effort to balance their daily life and working routine. The main highlighted issues that emerged during the 
internal gender audit are the following: the limited flexibility of the working hours (for the non-academic 
staff), the scheduling of meetings at times that are not compatible with childcare, and the lack of supporting 
structures for young parents (e.g., kindergarten and areas for children within the university/department). As 
regards the possibility to exploit flexible work arrangements, UniMORE actually offers the opportunity of 
teleworking for non-academic staff members (technical and administrative staff), who are working under 
fixed hours scheduling with the requirement of physical presence at the office. The teleworking regulations 
are published on the Unimore Web site in the Intranet area. However, during the workshop with non-
academic staff members an issue emerged about the fact that many staff members are not aware of this 
possibility, hence more visibility to the information about the teleworking regulation would be helpful.  
 

4.2.2 Challenge 2 – Scarcity of resources and coordination for 
committees on gender equality 

Main Area: HR Management Practices 
Sub-Area: Gender Equality Machineries 
Challenge Source(s):  Individual interviews, Participatory workshops 
Target group affected by the challenge: All – non-academic staff, academic staff, students 

 
Challenge Description 
In many cases, dedicated committees on Gender Equality or Equal Opportunities exist at research institutions 
and universities. However, sometimes these committees do not have enough available resources in terms of 
time, human and financial availability. The scarcity of resources may cause that positive action plans (PAPs) 
formulated by academic institutions, where actions to promote gender equality are formulated and planned 
for the following years, just remain a dead letter without concrete opportunities of being implemented. For 
example, since 2006 the Italian government required public organizations (thus state universities) to 
formulate PAPs through dedicated committees called CUG (Unified Committee of Guarantee); however, the 
law does not provide any guideline to evaluate the contents of the PAPs or the level of the actual 
implementation of the planned actions. Within the UniMORE university, several dedicated machineries 
usually already exist, like the Unified Committee for Guarantees (CUG), the Committee for Equal 
Opportunities, the Committee for Well-being, the university ombudsman, the counseling service. However, 
their existence is not always known by everybody within the institution as it should be, and not always these 
committees / resources act in a commonly agreed and coordinated way to improve and promote gender 
equality.  
 

4.2.3 Challenge 3 – Absence of long term monitoring for gender 
equality 

Main Area: HR Management Practices 
Sub-Area: Gender Disaggregated Data and Monitoring 
Challenge Source(s):  Quantitative data collection, Participatory workshops 
Target group affected by the challenge: Members of committees and decision-making bodies 
 
Challenge Description 
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The quantitative data collection and analysis conducted during the project internal gender audit revealed 

that it is quite hard to get a comprehensive vision of our institution in terms of gender equality due to the 

difficulty to retrieve and compare data disaggregated by gender. Such data, indeed, are scattered over 

different responsible offices, with each office storing and managing data through different information 

systems and different procedures, making it hard to integrate the data and make deeper analysis and trend 

evaluation. This situation hinders the possibility to conduct quantitative analysis on data disaggregated by 

gender and to detect critical conditions and weak points, as well as to evaluate the effectiveness of gender-

related measures. The discussions conducted during the participatory workshops stressed the importance of 

having a system collecting and monitoring data about gender equality. The participants pointed out that 

structural changes in terms of gender equality typically take time to show their effects (i.e. gender 

composition at apical positions changes very slowly). The current situation is the effect of choices made long 

time ago and seeing the effect of the choices we make today will take some years. The absence of a 

permanent (quantitative and qualitative) monitoring system for gender equality may bring institution to miss 

the effect of the long-term effects of the current choices. Analysis about the current situation in terms of 

gender dimensions should be repeated periodically to check the evolving scenario and eventually correct the 

direction of the steps taken to achieve gender equality. 

 

4.2.4 Challenge 4 – Gender stereotypes about ICT/IST studies and 
lack of female role models 

Main Area: Teaching and Students Services 
Sub-Area: Contrasting gender segregation in studies choices 
Challenge Source(s):  Quantitative data collection, individual interviews, participatory workshops 
Target group affected by the challenge: Students (Bachelor or Master), Prospective students (schoolchildren) 
 
 
Challenge Description 
While graduate enrollments in UniMORE generally evidence a substantial balance or even a female 

predominance, girls are definitively reluctant to pursue ICT academic studies: in this course, girls typically 

account for 10% to 20% of students at every level (bachelor, master, doctoral degree). The consequent under-

representation of females in ICT studies and careers results not only in a massive loss of talent for companies 

and economies, but also in a technology divide that perpetuates disadvantage among women. 

The under-representation of women within the student population of ICT courses appears to be caused by 

cultural issues, including gender stereotypes and lack of female role models in ICT fields. These disciplines 

are perceived as "male" courses by the students, differently from many other academic disciplines and even 

from some STEM discipline, like mathematics. Programming is mostly seen as a male activity, only attracting 

nerds and geeks. 

The following table shows the percentage of female and male students enrolled in the Bachelor, Master and 

PhD ICT courses at the Department of Engineering ‘Enzo Ferrari’ during the period 2013-2015. On the other 

hand, the percentage of women overall enrolled in the UniMORE courses (considering all courses, not only 

the ICT one) is between 51,30% and 56,04% for the same period, showing a prevalence of female students. 

 2015 2014 2013 

Men  Women Men  Women Men  Women 

Bachelor 93,62%  6,38% 86,67% 13,33% 90,00% 10,00% 
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Master 77,78%  22,22% 90,63% 9,38% 93,48% 6,52% 

PhD 100,00% 0,00% 72,73% 27,27% 90,91% 9,09% 

 

4.2.5 Challenge 5 - Low Presence of Women as Leaders of Research 
Groups and Project Principal Investigators 

Main Area: Research Content and Delivery 
Sub-Area: Lack of women leading research projects 
Challenge Source(s):  Quantitative data collection, individual interviews, participatory workshops 
Target group affected by the challenge: Academic staff members, (Junior) Professors, Postdoctoral 
researchers, Doctoral researchers (PhD candidates) 
 
Challenge Description 
The gender assessment internal to UniMORE revealed that female researchers more frequently apply for 
individual grants, like Marie Curie Individual Fellowships or ERC programs, but few of them apply as Principal 
Investigators of collaborative projects with a consortium or a research group to manage and coordinate. This 
challenge emerged by the individual interview with the responsible of the UniMORE research office and was 
confirmed during the workshop with the academic staff. The quantitative data collection evidenced a 
percentage of women acting as Principal Investigator or as Responsible of Project Research Units under the 
20% during the last two years. This effect is probably the consequence of the low presence of women as full 
professors and leaders of research groups within academic institutions and departments. Another factor 
could be the difficulty to balance life and work, that prevents women from applying for research projects 
requiring a significant overhead in terms of coordination and management. 

4.2.6 Challenge 6 - Lack of Gender Neutral Communication 
Main Area: Institutional Communication 
Sub-Area: Gender stereotypes/bias in institutional communication 
Challenge Source(s):  Individual interviews, participatory workshops 
Target group affected by the challenge: All - Academic staff members, non-academic staff members, students 
 
Challenge Description 
A gender-neutral communication is a basic requirement for a system where there are no discriminations and 
inequalities among genders. The use of gender neutral expressions and visual contents may greatly help in 
fighting the cultural gender stereotypes existing in our society. However, the institutional communication of 
the university does not consistently use gender sensitive forms of textual and visual communication. As the 
Italian language commonly makes use of masculine nouns and pronouns (e.g. "he") when referring to two or 
more genders or to a person or people of an unknown gender, most people do not even notice the lack of 
gender neutrality in our language. Even the visual communication (e.g., use of video and images) often 
transmits gender stereotypes: for example, it is not rare to see pictures of ICT students showing a large 
majority of men. Even here, the pictures reflect the actual under representation of women in ICT field, hence 
the communication tends to be perceived as correct and normal, but in reality, is likely to reinforce gender 
stereotypes. 

4.2.7 Challenge 7 - Awareness about gender equality needs to be 
raised at all levels within the university 

Main Area:  Institutional Communication 
Sub-Area: Lack of awareness about gender equality issues 
Challenge Source(s):  Participatory workshops 
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Target group affected by the challenge: All - Academic staff members, non-academic staff members, students 
 
Challenge Description 

All the workshops carried out during the internal gender audit revealed a low level of awareness and 

understanding about gender equality dimensions among the main components of the university (student 

population, academic and non-academic staff). Many people are not aware of what gender equality and 

gender mainstreaming concepts are about, or of existing gender unbalanced situations within the university: 

for example, students of other faculties did not imagine the significant under-representation of girls in ICT 

courses. Moreover, there is a scarce knowledge of existing initiatives/events about gender equality and of 

existing dedicated resources and committees within the university, partially due to a not sufficiently effective 

communication at the institutional level. For example, several people, especially between students and 

academic staff, do not know about the existence of the university ombudsman or counseling service (few of 

them are not even aware of the existence of the Unified Committee for Guarantees). 

 

4.3 Action Plan to Address the Identified Challenges 
The approved Gender Equality Plan for UniMORE is here presented and described in detail. For each of the 

goals identified in the previous section, one or more actions is planned and described along with its time-

frame, allocated resources and responsible units/stakeholders.  The proposed actions translate in concrete 

initiatives the ideas emerged during the gender audit process and the crowdsourcing exercise carried out 

within UniMORE, that were formulated in generic terms as solutions to the identified challenges.  

In the rest of this document, we will use the term EQUAL-IST team to refer to the UniMORE EQUAL-IST 

Research Unit and Working Group staff. 

4.3.1 Goal 1: Improve the work-life balance of staff (academic and 
non-academic) and students 

 Action 1.1 – Increase visibility of all information about leaves 
and work flexibility regulation (e.g., teleworking) 

Description: UniMORE currently offers the possibility to exploit flexible work arrangements in the form of 

teleworking to the non-academic staff members (technical and administrative staff). Despite the teleworking 

regulations are published on the Unimore Web site in the Intranet area, from the gender audit workshops and 

from a meeting with the office of labour relations in UniMORE the issue emerged that many staff members 

are not aware of this possibility. Hence, within the framework of this action a section of the public Web site of 

the UniMORE Unified Committee of Guarantees (CUG) will be dedicated to the work-life balance opportunities 

in UniMORE with links to the related regulations and modules.  

Timeframe: M17-M24 (first iteration) 

Allocated Resources: This action will be conducted by the UniMORE Unified Committee of Guarantees 

members with the support of the EQUAL-IST team 

Responsible Units/Stakeholders: UniMORE Unified Committee of Guarantees  

 Action 1.2 – Feasibility study about the setting up of a child 
care service in the university facilities 

Description: During the gender audit workshops the idea emerged as a solution to support parents that 

struggle to provide adequate care for their children while working or studying at the universities through a 
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dedicated area at disposal for all the staff and the students’ children in the university facilities. As some 

concerns have emerged during the gender audit process and the meetings with the stakeholders about the 

organization of an area for children within the university premises, the action foreseen for the first iteration 

of the GEPs implementation is a feasibility study. Specifically, the feasibility study will be about:  

• the financial sustainability of the initiative;  

• the best location for the child care area: the University of Modena and Reggio Emilia includes 

departments and offices located in two different cities, and in several building / areas within each city.  

The location(s) of the area should be carefully chosen depending on the geographical distribution of 

the potential users of the facility, considering also the possibility of exploiting a shuttle service to make 

the service available also for people working in other university buildings.  

The feasibility study will include a survey extended to all the university staff and students aimed at 

understanding who could be interested in using this facility and where the potential users are located to 

identify the best location. Moreover, it will include an analysis of similar initiatives existing at other universities 

in Italy.   

Timeframe: M17-M24 (first iteration) 

Allocated Resources: This action will be conducted by the EQUAL-IST team in collaboration with the UniMORE 

Unified Committee of Guarantees and the involvement of the office for labor relations  

Responsible Units/Stakeholders: EQUAL-IST team  

 

4.3.2 Goal 2: Discover and Promote Collaboration Among Existing 
Resources for Gender Equality 

 Action 2.1: Competences and resources on gender equality in 
different departments are communicated and given visibility  

Description: Within the university, indeed, several dedicated machineries already exist, like the Unified 

Committee for Guarantees (CUG), the Committee for Equal Opportunities, the Committee for Well-being, the 

university ombudsman, the counseling service. However, the internal gender audit evidenced a scarcity of 

resources dedicated to the existing committees for gender equality, and in some cases a lack of coordination 

among them. This action aims at discovering resources and competences about gender equality already 

existing in the university departments and promote collaboration among them. An internal recognition will be 

carried out to map all existing sparse gender competences at the university, that will be published on a 

dedicated public Web site to give them visibility inside and outside the organization. This activity will promote 

a collaboration among the existing resources, stimulating an active cooperate among them. Moreover, the 

mapping of the existing resources will give the opportunity to the existing committees for gender equality to 

discover useful internal competences they will rely on for collaboration on specific gender issues.   

Timeframe: M17-M36 (first and second iteration) 

Allocated Resources: This action will be conducted by the EQUAL-IST team in collaboration with the UniMORE 

Unified Committee of Guarantees. The Rector Delegate for Equal Opportunities and the existing Committees 

for Equal Opportunities in the UniMORE Departments will contribute.  

Responsible Units/Stakeholders: EQUAL-IST team 
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 Action 2.2: Identification of a reference person for gender 
equality in each Department 

Description: The identification of a Gender Equality contact person within each Department of the university 

will help to have a direct feedback on gender equality at the local level and to coordinate efforts and initiatives 

towards gender equality achievements. The appointed responsible will be selected in collaboration with the 

Head of the Department as a suitable person to cover this role for specific competences, experiences or 

interest in gender equality. He/she will collaborate with the UniMORE Unified Committee of Guarantees and 

the EQUAL-IST team to locally monitor the GEPs implementation and the evolution of the situation in terms of 

gender equality at the department level.  Finally, he/she will be responsible to communicate and discuss the 

gender equality policies and issues with the head of Department.  

Timeframe: M17-M24 (first iteration) 

Allocated Resources: This action will be conducted by the UniMORE Unified Committee of Guarantees 

members with the support of the EQUAL-IST team 

Responsible Units/Stakeholders: UniMORE Unified Committee of Guarantees, EQUAL-IST team  

 

4.3.3 Goal 3: Create a permanent monitoring system about gender 
equality 

   Action 3.1 – Collection of gender disaggregated data and 
publication of statistics about the ICT departments 

Description: The internal gender audit revealed the difficulty to get data disaggregated by gender due to the 

fragmentation of the information managed by different offices, that makes hard to have a clear a global vision 

of the current situation and of its evolution in terms of gender equality. This action aims to put in place a 

permanent monitoring system about gender equality in the ICT departments of UniMORE including the 

following activities: quantitative data gathering and comparisons with past situations, outlining the evolution 

of data disaggregated by gender, and providing a periodic (yearly) report. The collected data will regard female 

and male presence at different roles / level of the ICT departments staff and students’ population. A 

permanent monitoring system will also help to verify GEPs implementation and the evolution of situations that 

were affected by gender-related problems. Moreover, the presence of a permanent monitoring system on 

gender equality and the regular and periodic publication of the statistics on gender disaggregated data about 

the ICT departments will bring several advantages: make the decision-making bodies informed of the current 

situation in terms of gender equality: facilitate the commitment of high level management towards the 

principles of gender equality; observe the effectiveness and long-term effects of choice over years. During the 

first iteration of GEPs implementation, an internal recognition will be carried out to understand which data 

are available and which office is responsible for them. Moreover, the structure of the periodic report on gender 

statistics will be defined and discussed with the departments and university high level management for 

approval. During the second iteration, the collection, analysis and publication of the gender statistics will 

actually start.      

Timeframe: M17-M36 (first and second iterations) 

Allocated Resources: This action will be coordinated by the EQUAL-IST team with the collaboration of the 

departments and university high level general management, the UniMORE Unified Committee of 

Guarantees, the Rector Delegate for Equal Opportunities.   
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Responsible Units/Stakeholders: EQUAL-IST team  

 Action 3.2: Design of a system of gender indicators for 
monitoring and evaluation 

Description: The presence of a system of aggregated indicators for gender equality allows to facilitate the 

monitoring and the evaluation of GEPs implementation and of the evolution of gender policies over time. 

Exploiting the expertise of researchers actively involved in the Interdepartmental Research Center on 

Discriminations and Vulnerability (CRID), and starting from the quantitative indicators defined in the EQUAL-

IST gender audit methodology (Deliverable D2.4 “EQUAL-IST Gender Audit Methodology for ICT Research 

Institutions v2”), a system of aggregated indicators for gender equality will be studied during the first iteration 

of GEPs implementation to be applied to the ICT departments of UniMORE during the second iteration.  

Timeframe: M17-M36 (first and second iteration) 

Allocated Resources: This action will be conducted by the EQUAL-IST team in collaboration with the 

UniMORE Interdepartmental Research Center on Discriminations and Vulnerability (CRID)  

Responsible Units/Stakeholders: EQUAL-IST team, CRID members 

 

4.3.4 Goal 4: Counteract gender stereotypes and gender segregation 
in ICT/IST studies 

   Action 4.1: Inclusion of an educational module on gender 
equality and stereotypes in the activities with the high schools   

Description: Since gender stereotypes about ICT/IST studies have been identified as the main responsible of 

the low enrollment of women in ICT related courses, the solution emerged during the gender audit phase is 

to include specific activities aimed at fighting these stereotypes in the tutoring events that the university 

organizes with the high school students. This action aims to create an educational module about gender 

equality and gender stereotypes that should be integrated in the tutoring activities carried out by different 

departments of UniMORE (e.g., activities related to the ‘Alternanza Scuola-Lavoro’43 that typically take place 

in the summer months). The module will include the results of the EQUAL-IST project, in particular those 

regarding the distribution of male and female students in ICT/IST studies at the local, national and European 

level, and will be aimed at raising awareness about gender equality issues in this field.  The Interdepartmental 

Research Center on Discriminations and Vulnerability (CRID) will act as a central coordinator of the tutoring 

events actually including the gender-based educational module and will monitor the participation of students 

to that specific activity.  

During the first iteration of GEPs implementation, the education module will be defined and shared with the 

representatives for tutoring events in the UniMORE departments. Then, the module will be included in the 

activities with the high schools during the second iteration. 

Timeframe: M17-M36 (first and second iteration) 

Allocated Resources: This action will be conducted by the Interdepartmental Research Center on 

Discriminations and Vulnerability (CRID) in collaboration with the EQUAL-IST team 

                                                           
43  http://www.istruzione.it/alternanza 
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Responsible Units/Stakeholders: Interdepartmental Research Center on Discriminations and Vulnerability 

(CRID) 

  Action 4.2: Replication and extension of the ICT summer 
Camp “Digital Girls” 

The presence of summer camps organized by the university and dedicated to female students from high 

schools may help to promote the participation of women in Information and Communications Technologies 

(ICT) studies. Laboratory activities focused on a learning-by-doing approach are likely to have a two-fold 

positive effect: 1) smoothly and nicely introduce girls to computer science and to a “smart” technological 

world; 2) give girls a better understanding of what ICT actually is and how it can be applied to different and 

multidisciplinary fields. Moreover, dedicated seminars and speeches of external experts and women who have 

reached leadership positions because of scientific studies will help to promote existing female models, that 

are disruptive with respect to the well-known social gender stereotypes, and to present the concrete 

opportunities that ICT-related competences may offer in terms of studies and careers. The Summer Camp 

"Ragazze Digitali" (“Digital Girls”) organized by UniMORE, that in the previous editions involved up to 50 girls 

each year, has been recognized as a positive best practice to promote female participation in ICT studies. This 

action aims to extend the summer camp, increasing the number of participants and the number of high schools 

involved. The summer camp will take place in the period of June-July 2018, hence during the second iteration 

of GEPs implementation. During the first iteration, activities will be carried out to promote the summer camp 

in the high schools and attract girls to enrolled in the camp.    

Timeframe: M17-M36 (first and second iteration) 

Allocated Resources: This action will be conducted by the EQUAL-IST team with the support of the Department 

of Engineering ‘Enzo Ferrari’. External stakeholders, like the Modena Municipality, local Foundations, and ICT 

companies will be also involved in this activity.    

Responsible Units/Stakeholders: EQUAL-IST team 

 

4.3.5 Goal 5: Empower young female researchers with dedicated 
networking and training activities  

 Action 5.1:  Organization of networking events and workshops 
for female researchers 

Description: A solution to empower young female researchers and stimulate them to become leaders of 

research groups or to candidate themselves as principal investigators of collaborative research projects with 

a consortium or a research group to manage and coordinate is to organize dedicated networking events and 

workshops. Networking events and community building activities will be organized by the UniMORE Research 

Office with leadership seminars and dedicated workshops including practical simulation of research team work 

and project development. This training experience will help female researchers getting confident about project 

proposal development and management. Moreover, these events will facilitate the collaboration among 

researchers and a multi-disciplinary approach; specific events dedicated to research on gender dimensions 

will be organized too. Finally, these activities should create a context where it is possible to discuss all daily 

aspects of research career development as well as personal aspects of job situations. Learning from 

experiences of seniors is the best and quickest way to do. 

Timeframe: M17-M36 (first and second iteration) 
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Allocated Resources: This action will be conducted by the UniMORE Research Office that will organize the 

events with the support and collaboration of the EQUAL-IST team members. 

Responsible Units/Stakeholders: UniMORE Research Office, EQUAL-IST team 

 

4.3.6 Goal 6: Improve the gender neutrality of the institutional 
communication 

 Action 6.1: Guidelines for gender neutral communication at 
the institutional level 

Description: Having clear and shared guidelines for a gender-neutral communication that can be applied by all 

the different actors involved in the institutional communication services, at all levels and in all the 

departments/units of the university would help to achieve a gender-neutral communication without requiring 

much effort in terms of economic resources. For example, the simple indication to use a balanced number of 

women and men in the pictures of the brochures promoting the academic degree courses, avoiding showing 

a majority of boys in ICT or Engineering pictures, and a majority of women in Economics images, would help 

to fight the existing cultural stereotypes. Clear and simple guidelines about gender neutral communication, 

both textual and visual, will be defined and send to all the departments of UniMORE to be followed in the 

official and institutional communication. Expert researchers of the UniMORE Department of Linguistic and 

Cultural Studies will contribute to the definition of the guidelines: taking advantage of resources internal to 

the university reduces the financial resources needed to implement this action and makes it affordable for the 

institution. 

Timeframe: M17-M36 (first and second iteration) 

Allocated Resources: This action will be conducted by the UniMORE Unified Committee of Guarantees in 

collaboration with the EQUAL-IST team members. Experts from the UniMORE Department of Linguistic and 

Cultural Studies will contribute to the creation of the guidelines. 

Responsible Units/Stakeholders:  UniMORE Unified Committee of Guarantees 

 Action 6.2: Seminars on gender neutral communication for 
UniMORE staff members 

Description: The need for specific training of the staff members in charge of defining the contents and the 

style of the institutional communication clearly emerged from the internal gender audit and the crowdsourcing 

exercise. Seminars on gender neutral communication for UniMORE staff members will be carried out with a 

threefold objective: first, raising awareness about the importance of using a gender neutral communication, 

that is an important and necessary starting point; second,  facilitating an analysis from a gender point of view 

of all the internal and external communication, by any means; third, training the staff responsible for 

institutional communication on how to use gender sensitive expressions in textual messages and a balanced 

representation of genders in visual contents (images and video). An obstacle to this solution is usually found 

in the lack of available resources, but in this case the training can be performed by internal resources. Within 

the university, indeed, there are specific competencies about gender sensitive language and communication 

in the Department of Studies on Language and Culture and in the Department of Communication and 

Economics. Taking advantage of internal resources reduces the financial resources needed to implement this 

solution and makes it affordable for the university. 

Timeframe: M17-M36 (first and second iteration) 
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Allocated Resources: This action will be conducted by the UniMORE Unified Committee of Guarantees in 

collaboration with the EQUAL-IST team members and with the support of experts from the UniMORE 

Department of Linguistic and Cultural Studies. 

Responsible Units/Stakeholders:  UniMORE Unified Committee of Guarantees 

 

4.3.7 Goal 7: Raise awareness about gender equality needs 

 Action 7.1: Identification and promotion of existing expertise 
and initiatives about gender dimensions in UniMORE 

Description: This action aims to discover existing gender experts within the university and facilitate their 

collaboration in order to promote synergies between existing initiatives on gender equality. The internal 

gender audit evidenced the presence of several initiatives on gender-related dimensions within our university. 

However, being gender equality a multi-disciplinary and transversal topic crossing different academic fields 

(e.g., psychology, education, economy, communication, 'jurisprudence, ...), the effect is often a fragmentation 

and a difficult collaboration among different research groups working on gender dimensions. A solution 

emerged during the crowdsourcing exercise is to carry out an internal recognition aimed at identifying all the 

expertise existing in the university and the current initiatives towards gender equality, and promote them to 

facilitate forms of collaboration. This action will improve the visibility of existing initiatives and research on 

gender dimensions, by collecting and publishing gender-related events, publications and projects in a 

dedicated section of the official Web site of the UniMORE Unified Committee of Guarantees (CUG). 

Timeframe: M17-M24 (first iteration) Allocated Resources: This action will be conducted by the EQUAL-IST 

team members in collaboration with the UniMORE Unified Committee of Guarantees. The Rector Delegate for 

Equal Opportunities and the existing Committees for Equal Opportunities in each UniMORE Department will 

be involved in this activity.  

Responsible Units/Stakeholders:  UniMORE Unified Committee of Guarantees, EQUAL-IST team 

 Action 7.2: Organization of workshops and seminars on 
gender equality  

Description: From all the participants to the workshops carried out during the internal gender audit, form 

students to all the university staff, the need emerged to raise awareness about gender equality issues. 

Sensitize students and staff members about gender topics, make them aware of the potential issues, and 

discuss about best practices and solutions is the best way to create the conditions for some sustainable 

structural changes. This action consists in organizing workshops and seminars on topics related to gender 

dimensions at all levels, including the gender stereotypes related to the IST/ICT studies and careers.  The 

targets of the workshops will be the UniMORE staff, both academic and non-academic, and the students at all 

levels. Different stakeholders, internal and external, will be involved to contribute with their expertise on 

gender equality and to promote the events among the UniMORE population, such as the Unified Committee 

of Guarantees and the UniMORE Students Organizations. 

Timeframe: M17-M36 (first and second iteration) 

Allocated Resources: This action will be conducted by the Interdepartmental Research Center on 

Discriminations and Vulnerability (CRID), in collaboration with the UniMORE Unified Committee of Guarantees 

(CUG), the EQUAL-IST team, the Rector Delegate for Equal Opportunities and the UniMORE Students 

Organizations.  
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Responsible Units/Stakeholders:  CRID, CUG, EQUAL-IST team
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4.4 Action Plan Summary table 
The Table below describes for each challenge the planned time-frame and the specific measurable target indicators. In particular, the column ‘Target Indicators’ indicates 

the measurable output during the first iteration (months 17-24) of the GEPs implementation. The column ‘Who is charge’ defines the responsible person to implement the 

action, while ‘People involved’ are referred to all the entities/people involved in the implementation of each action. The monitoring process of the GEPs implementation will 

be based on this information as a quantitative measure, as well as on the qualitative description of how each action has been implemented.     

The implementation period for this action plan includes two iteration phases: 

• 1st iteration phase: from M17 (October 2017) to M24 (May 2018)  

• 2nd iteration phase: from M26 (July 2018) to M35 (April 2019) 

 Main Area  Sub- Area Challenges and Goals Action 
Target Indicators  

(first iteration) 
Who is in 

charge  
People 

involved 
Timeframe 

Mx-My 

H
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e
n

t 
p
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e
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Work Life Balance  

Challenge 1: Both academic 
and non-academic staff 

struggle to achieve work-life 
balance, especially with young 

children 
Goal 1: Improve the work-life 

balance for staff (academic 
and non-academic) and 

students 
 

Action 1.1 – Increase 
visibility of all information 

about leaves and work 
flexibility regulation (e.g., 

teleworking) 

Regulation and 
procedures about 

teleworking and work-life 
balance opportunities are 

published on the public 
CUG Web site  

UniMORE Unified 
Committee of 

Guarantees 

UniMORE 
Unified 

Committee of 
Guarantees, 

EQUAL-IST team 

M17-M24 

Action 1.2 – Feasibility study 
about the setting up of a 
child care service in the 

university facilities 

The feasibility study is 

concluded 
EQUAL-IST team 

EQUAL-IST team, 
Unified 

Committee of 
Guarantees, 

office for labour 
relations 

M17-M24 

Gender Equality 
Machineries 

Challenge 2: Scarcity of 
resources and coordination 
for committees on Gender 

Equality 
Goal 2: Discover and Promote 
Collaboration Among Existing 
Resources for Gender Equality 

 

Action 2.1: Competences 
and resources on gender 

equality in different 
departments are 

communicated and given 
visibility 

A first recognition of 
existing gender 

competences is carried 
out and a network of 

experts is created. The 
results are published on a 
dedicated public Web site 

(first iteration) 

EQUAL-IST team 

EQUAL-IST team, 
Unified 

Committee of 
Guarantees, 

Rector Delegate 
for Equal 

Opportunities, 
Departmental 

Committees for 

M17-M36 
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Equal 
Opportunities 

Action 2.2: Identification of 
a reference person for 
gender equality in each 

Department 

A reference person for 
each department is 

identified. A network of 
the appointed 

responsibility is created. 

UniMORE Unified 
Committee of 
Guarantees, 

EQUAL-IST team 

UniMORE 
Unified 

Committee of 
Guarantees, 

EQUAL-IST team 

M17-M24 

Gender 
Disaggregated 

Data and 
Monitoring  

Challenge 3: Absence of long 
term monitoring for gender 

equality 
Goal 3: Create a permanent 

monitoring system about 
gender equality 

Action 3.1 – Collection of 
gender disaggregated data 
and publication of statistics 
about the ICT departments 

An internal recognition of 
available data is carried 
out. The structure of the 

periodic report on gender 
statistics is defined and 

approved (first iteration) 

EQUAL-IST team 

EQUAL-IST team, 
UniMORE high 
level general 

management, 
Unified 

Committee of 
Guarantees, 

Rector Delegate 
for Equal 

Opportunities 

M17-M36 

Action 3.2: Design of a 
system of gender indicators 

for monitoring and 
evaluation 

The system of aggregated 
indicators for gender 

equality is defined (first 
iteration) 

EQUAL-IST team, 
CRID Center 

EQUAL-IST team, 
CRID Center 

M17-M36 

Te
ac

h
in

g 
an

d
 

st
u

d
e

n
ts

’ 

se
rv

ic
e

s 

Contrasting gender 
segregation in 
studies choices   

Challenge 4: Gender 
stereotypes about ICT/IST 

studies and lack of female role 
models  

Goal 4: Counteract gender 
stereotypes and gender 

segregation in ICT/IST studies 

Action 4.1: Inclusion of an 
educational module on 

gender equality and 
stereotypes in the activities 

with the high schools 

The educational module is 
defined and shared (first 

iteration). 
CRID centre 

CRID, EQUAL-IST 
team 

M17-M36 
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Action 4.2: Replication and 
extension of the ICT summer 

Camp “Digital Girls” 

Number of events to 
promote the summer 

camp: 4 events. 
Number of female 

students enrolled in the 
camp and origin schools: 

80 students and 10 
schools 

EQUAL-IST team 

EQUAL-IST team, 
Department of 

Engineering 
‘Enzo Ferrari’, 

external 
stakeholders 

M17-M36 

R
e

se
ar

ch
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o
n
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n

t 

&
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e
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e
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Lack of women 
leading research 

projects 

Challenge 5: Low Presence of 
Women as Leaders of 

Research Groups and Project 
Principal Investigators 

Goal 5: Support female 
researchers with dedicated 

networking and training 
activities 

Action 5.1:  Organization of 
networking events and 
workshops for female 

researchers 

Number of organized 
networking events: 1 at 

the first iteration 

UniMORE Research 
Office, EQUAL-IST 

team 

UniMORE 
Research Office, 
EQUAL-IST team 

M17-M36 

 

In
st

it
u

ti
o

n
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C
o

m
m

u
n
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Gender 
stereotypes/Bias in 

institutional 
communication 

Challenge 6: Lack of Gender 
Neutral Communication 

Goal 6: Improve the gender 
neutrality of the institutional 

communication 

Action 6.1: Guidelines for 
gender neutral 

communication at the 
institutional level 

A set of guidelines for a 
gender-neutral 

communication is 
prepared and published 

(first iteration) 

UniMORE Unified 
Committee of 

Guarantees 

UniMORE 
Unified 

Committee of 
Guarantees, 

EQUAL-IST team. 
Experts from the 
Department of 
Linguistic and 

Cultural Studies 
will contribute 

M17-M36 

Action 6.2: Seminars on 
gender neutral 

communication for 
UniMORE staff members 

Number of organized 
seminars: 1 at the first 

iteration 

UniMORE Unified 
Committee of 

Guarantees 

UniMORE 
Unified 

Committee of 
Guarantees, 

EQUAL-IST team. 
Experts from the 
Department of 

M17-M36 
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Linguistic and 
Cultural Studies 
will contribute 

Lack of awareness 
about gender 
equality issues 

 
Challenge 7: Awareness about 

gender equality issues to be 
raised at all levels within the 

university 
Goal 7: Raise awareness about 

gender equality among the 
members of the institutions 

Action 7.1: Identification 
and promotion of existing 
expertise and initiatives 

about gender dimensions in 
UniMORE 

A first recognition of 
existing initiatives on 

gender equality is carried 
out. The results are 

published on the public 
CUG Web site (first 

iteration) 

EQUAL-IST team, 
UniMORE Unified 

Committee of 
Guarantees 

EQUAL-IST team, 
UniMORE 

Unified 
Committee of 
Guarantees, 

Rector Delegate 
for Equal 

Opportunities, 
Departmental 

Committees for 
Equal 

Opportunities 

M17-M24 

Action 7.2: Organization of 
workshops and seminars on 

gender equality  

Number of organized 
events: 1 at the first 

iteration 

CRID, CUG, EQUAL-
IST team 

CRID, CUG, 
EQUAL-IST team, 
Rector Delegate 

for Equal 
Opportunities, 

UniMORE 
Students 

Organizations. 

M17-M36 
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5 UTU Gender Equality Plan 

5.1 Introduction  
This Gender equality plan (GEP) was created for the Information Systems Science (ISS) Unit in Department of 

Management and Entrepreneurship, Turku School of Economics, University of Turku (UTU). This GEP will not 

replace the Equality plan44 of UTU, but offer more detailed actions for realizing gender equality in the unit of 

ISS at University of Turku under the umbrella of the Equality plan of UTU. The Gender equality plan was created 

by the joint efforts of both the project researchers of and a GEP working group of ISS. The main actions are 

mainly based on the action suggested by the staff members of ISS through the Crowdsourcing exercise and 

the daily practices in ISS. Meanwhile, the administration of UTU helps to come up with the GEP by offering the 

needed information during internal auditing phase. 

In addition to the Equality plan of UTU and Gender equality plan for Information Systems Science, University 

of Turku is committed to the principled laid by the code of Conduct for the Recruitment of Researchers by 

European Commission. University of Turku has gained the "HR Excellence in Research" award that gives public 

recognition to research institutions that have made progress in aligning their human resource policies with the 

principles set out in the "Charter & Code". 

In UTU, the GEP will be put in action at the department level (in ISS unit) because in our university there is 

official Equality plan that is legally mandatory in next three years. The GEP will be implemented in ISS unit as 

a complementary one. Gender equality is one of the aims of the Equality plan. Thus, the goal of the GEP in ISS 

unit is consistent with the Equality Plan in UTU. 

5.1.1 Selection of Challenges 
The selection of challenges is based on the findings from the internal auditing, crowdsourcing and interviews 

of the ISS staff. Gender equality in Finland has been comparatively well achieved (Rank the 2nd in the world 

by World economic forum45). 

And still, although Finland is very advanced when it comes to gender equality, gender related challenges that 

are more or less important are still present to the ISS unit and they need to be tackled through the EQUAL-IST 

project. The findings on the challenges in ISS from the internal auditing and interviews are similar with the 

challenges raised in the Crowdsourcing platform, which strengthens the validity of these challenges. Thus, all 

the challenges raised in the crowdsourcing phase were included in the GEP.  

There is one special aspect that should be noted based on our case. Finland is a society with high gender 

equality. Due to the advanced state of gender equality in Finland, the approach at the ISS unit was different 

than in the other involved RPOs to maintain an internal balance and to be in line with the Equality Plan in UTU, 

while the other members of the EQUAL-IST project team focuses on promoting the ICT field and studies to all 

genders with emphasis on women.   

                                                           
44 This Gender equality plan is subordinate to the Equality Plan of University of Turku, which is legally mandatory and 

cannot be bypassed with this plan. 
45 http://reports.weforum.org/global-gender-gap-report-2016/economies/#economy=FIN 
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The decisions to select the actions in our unit were based on the findings from the internal auditing process 

and crowdsourcing phase. Those suitable actions for gender equality challenges were chosen and included in 

the GEP to promote females in ISS as well as to achieve gender equality in ISS. 

 

5.2 Identified Challenges Related to Gender Equality and Diversity 
Following challenges are the outcome of the internal auditing and crowdsourcing phase in ISS. Thus, the 

challenges are based on participatory research and on bottom up approach. The challenges are described 

briefly, and more details on these challenges can be found in the internal auditing document. 

5.2.1 Challenge 1: Lack of female professor 
Currently in ISS, there are three professors, and all of them are males. There is no female professor in ISS unit. 

The challenge is originated to the time when those professorships were open. Qualified female applicants 

were missing or limited when those vacancies were filled. Nowadays more female candidates are qualified 

when professorships are opened. However, it may take over decade to have the professor positions reopened 

in ISS, unless the persons who are holding those professor positions move to other duties before retirement. 

The recruitment process in University of Turku is controlled by the administration, and legally gender can be 

a reason for selection only when both female and male applicants are equally qualified and there is clear 

disparity in number of male and female representatives in an organization. One main option is to focus on 

advertising the open positions to ensure that we get good candidates – both females and males – to apply. 

5.2.2 Challenge 2: How to endorse peer support between employees 
to ensure gender equality 

Peer support from colleagues will be very helpful if someone has some problems, troubles, or issues and feels 

that he/she needs some supports from the colleagues in the unit or faculty. The open and supporting relation 

between colleagues, no matter male or female colleagues, helps to achieve the goal of gender equality. In our 

unit, though there are peer supports between employees to deal with daily challenges in work, but it is not 

common among all ISS staff. Hence, there is a need to find good ways to support the peer support activities 

between colleagues, which might help prevent gender-related issues. 

5.2.3 Challenge 3: Need for female voice for ISS 
There are only male professors in our unit. Both the ISS unit head and the department head are male. Females 

are under-represented in ISS unit. Such as in ISS, usually the male professors or the male heads will make 

presentations, representing from the perspective of males. There is a lack of female voice in ISS unit. In fact, 

in ISS unit there are female staff members with rich working experience. Those female staff members should 

be given opportunities to represent the voice of females in ISS, such as when giving presentations to students 

or the public audiences. Meanwhile, in ISS males take a dominating manner in communication and discussions 

because of the lack of female professors or head, which might override females in discussions.  

The publicity in ICT/IS-units is usually represented from male perspective, as males are usually the majority in 

the field. This can make the voice of females to be missing, and also make ICT/IS to attract more male students 

than females. 
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5.2.4 Challenge 4: Female ISS students feel lack of belonging to the 
ISS community, as they are the minority in ISS 

In ISS, female students are the minority in the subject of ISS, and they feel lack of belonging to the ISS 

community. This issue should be taken care of to make student to be able to easily integrate to the ISS 

community - if they like. There should be more official and “unofficial” events for IS students. Those events 

should support the community spirit by relax and supporting activities for different people and personalities. 

Without contact to other students there will be danger that people do not see themselves as part of ISS 

community. Especially for female students – as they are minority in ISS – can experience that they have 

difficulties to be integral part of the ISS community, which might also make IS/ICT subject not attractive to 

female students. 

5.2.5 Challenge 5: Emotional labor falls to nice staff, often women 
According to Wikipedia, emotional labor means "the process of managing feelings and expressions to fulfil the 

emotional requirements of a job. More specifically, workers are expected to regulate their emotions during 

interactions with customers, co-workers and superiors." For example, airline stewardesses have to be nice to 

customers despite they might be very demanding or even intoxicated. In university teaching or thesis 

supervision, we as teachers should be empathetic and understanding students, although sometimes it is really 

hard. Some students seem not to understand simple guidelines, or meet deadlines, or fulfil the requirements 

for various reasons. However, not all teaching staff is willing to be empathetic, or even want to supervise 

students to facilitate thesis writing. Often these students then try to find an empathetic teacher to supervise 

them or teach them. Some students may have serious personal, learning or psychological problems, which 

require some specialist help. They tell their problems to empathetic teacher tutors who try to listen and 

perhaps start to supervise these "problem" students. The same problem pertains in administrative work. Some 

staff members are not willing to take different kinds of work or do required duties since they want to focus on 

their research or have other engagements. Instead of distributing this work evenly to all staff members, some 

nice persons, more often women, take these duties in expense of their own careers without complaining.  
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5.3 Action Plan to Address the Identified Challenges  
The gender equality strategy in ISS is to concentrate on the area of personal career development of employees 

and to create ISS community that is equal and supportive for all members in ISS. The work life balance is not a 

focus as it is taken care by the central administration service in UTU. As shown in the recent Gender Equality 

Assessment Report in UTU, there is good guideline on keeping work life balance in UTU. Thus, there is no need 

to make other actions to keep work life balance in ISS. In addition, the administrative staff is not considered in 

our strategy. In ISS there is no administrative staff yet (they are working under central management in UTU). 

5.3.1 Challenges 
In the following table, we summarize the challenges ISS is facing, and propose the actions to help address the 

challenges with more details on the areas of intervention and goals of each action. 

Challenges 
Areas of 

intervention 
Goals Actions 

1. Lack of female 

professor  HR & management 

• Support individual 
career plans (Goal 1) 

• More gender 
balanced staff (Goal 3) 

• Creating individual career plans (see Action 
1.1) 

• Tutoring and encouraging all younger 
researchers to apply research funds (see 
Action 1.3) 

• Possibilities for younger researchers to be 
leaders of projects (see Action 1.4) 

• Gender balanced recruiting (see 3.1) 

2. How to endorse 

peer support 

between 

employees to 

ensure gender 

equality 

HR & management 

 

• Support individual 
career development 
(Goal 1) 

• Set up peer support program in working 
unit (see Action 1.2) 
 

3. Need for female 

voice for ISS  

• HR & 
management 

• Teaching & 
student 
services 

• Institutional 
communicatio
n 

• ISS as a gender-
neutral unit (Goal 2) 

• Support Institutional communication about 
equality (see Action 2.1) 

• Promote both women and men in ICT field 
(see Action 2.2) 

• Give voice for females in ISS (see Action 2.4) 

4. Female students 

feel lack of 

belonging to ISS 

community as they 

are the minority in 

ISS 

Teaching & student 
services, 

• ISS as a gender-
neutral unit (Goal 2) 

• Promote both women and men in ICT field 

(see Action 2.2)  

• More social activities for students in ISS (see 

Action 2.3) 
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5. Emotional 

labour falls to nice 

staff, often women 

• HR & 
management 

• Institutional 
communicatio
n 

 

• Support individual 
career development 
(Goal 1) 

• Balance (the emotional labour) work 
between employees in ISS unit (see Action 
1.5) 

• Support Institutional communication about 
equality (see Action 2.1) 

5.3.2 Goal 1: Support individual career development 

 Action 1.1: Creating individual career plans 

Related Challenge: Lack of female professor (challenge 1) 

Plan: An individual career/life plan will be discussed and documented between each employee and her/his 

supervisor. A template will be developed for career development plan to help articulate each individual career 

plan. 

Monitoring: Check how the career plan is realized every 12 months.  

Responsible persons: Project researcher and leader, and unit head. 

 Action 1.2: Set up peer support program in working unit 

Peer supports from colleagues are valuable especially for those at the beginning of their career. At the 

beginning of career there are lots of issues that should be taken care, and people do not have experience on 

them yet.  

Related Challenge: How to endorse peer support between employees to ensure gender equality (Challenge 2) 

Plan: TISRA (Turku Information System Research Alliance) seminar will organize peer support meeting every 

second month for staff of ISS and Doctoral students. The idea for peer support meetings is to be able to get 

together and share experiences of everyday issues (not research topic). Those PhDs who recently graduated 

are encouraged to participate in the meeting as they can share their valuable experiences of how to become 

part of local and international academic communities.  

Responsible person to organize the meeting should be nominated. 

Monitoring: Number of participation and feedback after 6/12/18 months will be collected from participants. 

Responsible person: Project researcher and doctoral student representatives. 

 Action 1.3: Tutoring and encouraging all younger researchers 
to apply research funds  

Each younger researcher should get support when applying research funds. 

Related Challenge: Lack of female professor (challenge 1) 

Plan: The dedicated persons will organize meetings to support younger researchers in funding applications, 

such as to provide funding sources and share funding application experiences.  

The group should not be with too many participants. Otherwise meetings in different groups will be organized. 

In each group, there should be a responsible leader who has experience of successful funding application. 
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Monitoring: Feedback from participants will be collected after 6/12/18 months.  

Responsible persons: Project researcher and dedicated group leaders. 

 

 Action 1.4: Possibilities for Younger researchers to be leaders 
of projects 

This task is related to the previous one and should be considered in those tutoring meetings. When applying 

for research funding, younger researchers should be taken into consideration to work as leaders of projects 

instead of professors. This helps those younger researchers, especially at the beginning of academic career, to 

get valuable experience. In addition, it also offers the possibilities for senior researchers to focus on their 

research, not spending so much effort on being a leader of several projects.  

More specifically, UTU participants to the workshops reflected that in practice, usually only full professors 

were assigned as scientific leaders of research projects, and the research tasks usually were distributed to 

junior research fellows. This action aims to find new ways for a shared responsibility of research leadership 

between more experienced researchers and junior/younger researchers. The head of our faculty is committed 

to assign younger researcher as head of projects when it is possible by funding instruments and rules of funding 

organisations. 

Related Challenge: Lack of female professor (challenge 1) 

Plan: In the future when applying research funding, the younger researchers can be appointed as leaders of 

projects if possible. Senior researchers can be assigned as advisors for those younger researcher leaders. 

Monitoring: Follow up project management every 6 months.  

Responsible person:  Project researcher, unit head and department head.  

 Action 1.5: Balance (the emotional labor) work between 
employees in ISS unit 

Related Challenge: Emotional labor falls to nice staff, often women (Challenge 5) 

1. Plan: Share responsibilities more openly. Duties of staff should be visible and openly discussed, so the 

common responsibilities are fairly distributed in ISS.  

• The shared duties in ISS unit will be listed and evaluated in a document that will be open and 

made available to staff. 

• Duties should not be spread only for voluntary people. There should be balance in duties though 

the tasks differ from one person to another person. These issues will be discussed at the 

meetings in ISS. 

• All members of ISS staff should be more active in taking some emotional labour work. At ISS 

subject meeting, the head of ISS will encourage the male staff to take some emotional labour 

work in ISS. 

Monitoring: Follow up the situation every 6 months. 

Responsible person: Unit head.  
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2. Plan: Master thesis supervision will be coordinated by dedicated persons. All these are accepted and 

controlled by the responsible leader of Master theses seminar with clear master thesis process and 

responsibility. This helps to balance the duties in master thesis supervisions amongst staff ISS - for example 

between males and females. 

Monitoring: evaluation of process after 6/12/18 months. 

Responsible persons: Master thesis seminar leaders. 

5.3.3 Goal 2: ISS as a gender-neutral unit  

 Action 2.1: Support Institutional communication about 
equality 

Related Challenge: Need for female voice for ISS (challenge 3) & Emotional labor falls to nice staff, often women 

(Challenge 5) 

Action:  1. Inform all ISS staff about GEP and Equality Plan of UTU by newsletter and at team meetings. 

               2. Distribute the information about different actions included in the GEP in ISS unit. 

Monitoring: Questionnaires for staff and students each academic year. 

Responsible person: Project researcher. 

 Action 2.2: Promote both women and men in ICT field  

Need for promotion of ISS within Turku School of Economics, conveying the idea that ISS is interesting and is 

a subject choice for both males and females. 

Related Challenge: Need for female voice for ISS (challenge 3) & Female students feel lack of belonging to ISS 

community as they are the minority in ISS (challenge 4) 

Action: Inviting both male and female speakers to give speeches at events in ISS, to ISS students, and to 

employees of ISS. These events will not focus on gender balance, but show the career of ISS graduates, which 

might convey the message that ISS can also be attractive to females. 

First ideas for events: 

• Alumni speaking about their work responsibility in work life 

• The report of the alumni’s work position and responsibility (those available to get their information) 

(how to do: make an online survey to collect these data from the alumni mail list, or check the alumni 

LinkedIn group information for the past 5 years graduates) 

• Events should have informal atmosphere where threshold to participate is low. 

 

Monitoring:  Gender distribution of new ISS students will be evaluated each year. In addition, a short survey 

- how students see the unit of ISS as a gender-equal unit – will be conducted after each academic year. 

Responsible person: Project researcher and unit head. 
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 Action 2.3: More social activities for students in ISS 

There is a need for social activities to ensure that all students feel that they are welcome to ISS community 

and have possibility to integrate to it. 

Related Challenge: Female students feel lack of belonging to ISS community as they are the minority in ISS 

(challenge 4) 

Action: Social activities for students of ISS will be coordinated and facilitated. These activities will be arranged 

at least twice per year. The student organisation (TuKYData) in our school will help to organize the program 

for these activities. The ISS staff should also involve in these social activities. 

Monitoring: Feedback from students will be collected every year. 

Responsible person: Project researcher and subject head. 

 Action 2.4: Give voice for females in ISS 

When promoting ISS, usually male professors give presentations. There should be voice from the ISS 

community, not only males, showing the variety of people in ISS unit. 

Related Challenge: Need for female voice for ISS (challenge 3) 

Actions:  At research seminars, public presentations or events in ISS, female will be invited to give speeches. 

Monitoring: Every 6 months, evaluate speech or presentation numbers for male and female at the ISS unit. 

Responsible person: Project researcher.  

 

5.3.4 Goal 3: More Gender balanced staff 

 Action 3.1: Gender balanced recruiting 

When opening positions in ISS, special consideration will be given to inviting potential female candidates to 

apply to those positions.  

Related Challenge: Lack of female professor (challenge 1) 

Action:  
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1. When there is open position in ISS, a special consideration will be made about who could be potential 

qualified female candidates, and personal invitation will be sent to those to apply for the open 

position, such as invite at least 3-4 female candidates to apply.  

2. Disseminating open position information in ISS unit at the international IS communities and the 

leading international conference on IS (ECIS, PACIS, ICIS, AMCIS) in order to get more qualified female 

candidates. 

3. Make sure that the application announcement is gender neutral and that it doesn’t favor any one 

based on gender. 

4. In our university, the central management service, such as HR office, provides guidelines on gender 

balance recruitment in the whole university. We will Organize focused group meeting with HR 

coordinators or HR office to discuss how the guideline developed by HR office in UTU works for 

gender balanced recruitment in ISS. 

 

Monitoring: Evaluating the recruitment process. 

       Responsible person: Project researcher, unit head and department head. 
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5.4 Action Plan Summary Table 
The table below presents an overview of the Action Plan (Chapter 5.3) that UTU will implement to address the identified challenges. In particular, each row of the table 

presents for each challenge, its relevant Area of intervention, the goals set (Goals), the actions that will take place to meet the challenge (Actions), the results of this action 

implementation in terms of outputs planned (Target Indicators), the people who will be responsible to implement it (Who is in charge) and the approximate resources and 

cost needed to address every challenge, split between the two different periods of implementation (Resources).  

Challenges Areas of 

intervention 

Goals Actions Targeted Indicators  

 

Who is in 

charge 

Resources 

PM: 10.8 M, cost: 

1900 euros 

1st 

iteration 

(10.2017-

4.2018) 

2nd 

iteration  

(8.2018-

4.2019) 

PM: 5 M 

Cost: 600 

euros 

PM: 5.2M 

Cost: 400 

euros  

1.Lack of female 

professor  

• HR & 
management 

• Goal 1: Support 
individual career 
plans  

• Goal 3: More 
gender balanced 
staff  

Action 1.1: Creating 

individual career plans  

• The percentage of the young 
researchers in ISS who have their 
own career plans, such as male and 
female researchers. 

• The percentage of the young 
researchers in ISS who fulfil their 
career plans, such as male and 
female researchers. 

ISS staff, subject 

head, and 

department 

head 

PM: 0,5M 

 

PM: 0,4M 
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Action 1.3: Tutoring and 

encouraging all younger 

researchers to apply 

research funds 

• The percentage for the younger 
researchers to apply research 
funding, such as male and female 
researchers. 

• The percentage for the younger 
researchers received research 
funding successfully, such as male 
and female researchers. 

ISS staff PM: 0.5M 

Catering: 

80 euros  

PM: 0.5 

 

Action 1.4: Possibilities 

for younger researchers 

to be leaders of projects  

• The percentage for the young 
researchers in ISS work as project 
leaders, such as male and female 
researchers. 

ISS staff PM: 0.5M PM: 0.4M 

Action 3.1: Gender 

balanced recruiting  

• How many applicants for open 
position. 

• Percentage of male and female 
applicants. 

• The gender ratio in ISS. 

HR and subject 

head 

PM: 0.4M 

Catering: 

80 euros  

PM: 0.5  

Catering: 

80 euros 

2. How to endorse peer 

support between 

employees to ensure 

gender equality 

• HR & 
management 

 

• Goal 1: Support 
individual career 
development 

Action 1.2: Set up peer 

support program in 

working unit 

• The number of peer support 
meetings and participants.  

• Feedback from participants every 
half a year. 

ISS staff PM: 0,5 M 

Catering: 

80 euros  

PM: 0,5 M 

Catering: 

80 euros  

3. Need for female 

voice for ISS  

• HR & 
management 

• Teaching & 
student services 

• Institutional 
communication 

• Goal 2: ISS as a 
gender-neutral 
unit  

Action 2.1: Support 

Institutional 

communication about 

equality 

• Interviews among the ISS staff and 
students (including both female and 
male) on how they think about the 
gender-neutral in institutional 
communication. 

ISS staff and 

students 

PM: 0.3  

Catering: 

80 euros  

PM: 0.4  

Catering: 

80 euros 

 

Action 2.2: Promote both 

women and men in ICT 

field 

• Number of invited female and male 
speakers. 

• Alumni survey.  

ISS staff, subject 

head, and 

department 

head 

PM: 0.5  

Catering: 

80 euros  

PM: 0.5  

Catering: 

80 euros  



D3.2: Initial RPO-specific GEPs  

 78 | 161 

 

Action 2.4: Give voice for 

females in ISS  

• The number of speeches by female 
staff in ISS. 

ISS staff PM: 0.5 

 

PM: 0.5 

 

4. Female students feel 

lack of togetherness as 

they are the minority in 

ISS 

• Teaching & 
student services 

• Goal 2: ISS as a 
gender-neutral 
unit  

Action 2.3: More social 

activities for students in 

ISS  

• The number of social activities 
organized for ISS students. 

• The number of participants. If 
participants are low, a survey will 
be organized among ISS students 
to get the reason for low 
participants. 

ISS staff, subject 

head and ISS 

students 

PM: 0.5M 

Catering: 

100 euros  

PM: 0.5M 

 

Action 2.2: Promote both 

women and men in ICT 

field 

• Alumni survey to show ISS students 
the career for ISS students, such as 
for male and female students. 

ISS staff, Subject 

head 

PM: 0.4 M 

Catering: 

100 euros  

PM: 0.5 M 

Catering: 

80 euros  

5. Emotional labour 

falls to nice staff, often 

women 

• HR & 
management 

 

• Goal 1: Support 
individual career 
development  

Action 1.5: Balance (the 

emotional labour) work 

between employees in ISS 

unit 

• Interview ISS staff to reflect the 
emotional labour work distribution 
in ISS unit. 

• Master theses supervision 
distribution among ISS staff, such as 
male and female supervisors. 

ISS staff PM: 0,4 PM: 0,5 
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Complementary to the above, the table below presents for every challenge, the period that the different actions will take place, both during the first and second project 

iterations. 
  

M14 M15 M16 M17 M18 M19 M20 M21 M22 M23 M24 M25 M26 M27 M28 M29 M30 M31 M32 M33 M34 M35 M36 

1st iteration 2nd iteration  

1 Support individual career development 

1.1 Creating individual 

career plans 

   

x x x x 

      

x x x 

       

1.2 Set up peer support 

program in working 

unit 

    

x x x x x 

     

x x x 

      

1.3 Tutoring and 

encouraging all 

younger 

researchers to apply 

research funds 

      x x x x      x x x x     

1.4 Possibilities for 

younger 

researchers to be 

leaders of projects 

      

x x x x 

      

x x x x 

   

1.5 Balance (the 

emotional labor) 

work between 

employees in ISS 

unit 

     x x x x         x x x x x  

2 ISS as Gender neutral unit that takes care of Students 
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2.1 Support 

Institutional 

communication 

about equality 

     x x x         x x x x x   

2.2 Promote both 

women and men in 

ICT field 

       

x x x 

       

x x x x x 

 

2.3 More social 

activities for 

students in ISS 

       

x x x 

    

x x x 

      

2.4 Give voice for 

females in ISS 

      

x x x x 

    

x x 

       

3 More Gender balanced staff 

3.1 Gender balanced 

recruiting 

 

      

x x x x 

    

x x x x 
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6 KTU Gender Equality Plan 

6.1 Introduction 
Taking the issue from the roots, in schools, 15-year-old girls outperform 15-year-old boys (by the equivalent 

of roughly one year of school), while in mathematics boys outperform girls (though by a narrower margin, the 

equivalent of less than half a year of school); in science there is instead little difference between boys’ and 

girls’ performance. Yet dig a little deeper and a more nuanced picture emerges. There are far more boys 

(24.9%) than girls (12.5%) among the lowest-achieving students in reading, while there are far fewer girls than 

boys among the top performers in mathematics (10.6% vs. 14.8%) and science (7.7% vs. 9.3%). 

There are even larger gender differences in the fields of study chosen in higher education: in OECD countries, 

fewer than 1 in 3 engineering graduates and fewer than 1 in 5 computer science graduates are girls. This is 

likely because of stereotypes and expectations, rather than performance differences in math and science. For 

example, at age 15 far fewer girls (4.7%) than boys (18%)—even among the top performers— reported that 

they expect to have a career in engineering or computing. 

In Lithuania, a distribution between men and women studying in the field of ICT is similar to the tendency all 

over the world. Taking into consideration all three levels of post-secondary education (vocational; college and 

university studies) the big difference can be seen between boys and girls studying in the field of ICT and 

engineering46. In the vocational level, only 2.6% of girls choose engineering or computing studies while 41.6% 

of boys consider it as a future profession. Similar situation is in the college level as well, where 1.6% of girls 

choose engineering studies while at the same time 37.19 of boys choose it. A little bit better situation is in the 

university level where 4.4% of girls and 30.3% of boys’ study engineering. However, these numbers show the 

huge gap between the choices of girls and boys. These numbers of students are not enough to cover the need 

of ICT and engineering professionals fully. 

Talking a little bit further, even when girls do graduate from scientific fields of study, they are much less likely 

than boys to work as professional in these fields, more often choosing to become teachers. Data from a subset 

of OECD countries show that, among graduates with science degrees, 71% of men but only 43% of women 

work as professionals in physics, mathematics and engineering. As a result, across OECD countries, only 13.7% 

of the inventors who filed patents are women47. 

There are three types of problems for women: cultural traditions and stereotypes; internal barriers; external 

barriers (fig.1). These stereotypes cause a low rate of women interested in the ICT field.  

                                                           
46  Statistics Lithuania, 2016. Women and Men in Lithuania. ISSN 2029-588X. 

https://osp.stat.gov.lt/documents/10180/2246109/13_Moterys_vyrai_Lietuvoje_2015.pdf 
47 OECD. www.oecd.org/gender/data/wherearetomorrowsfemalescientists.htm 

https://osp.stat.gov.lt/documents/10180/2246109/13_Moterys_vyrai_Lietuvoje_2015.pdf
https://www.oecd.org/gender/data/wherearetomorrowsfemalescientists.htm
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Figure 4: Problems that prevent women from entering the ICT sector.2 

Women face various problems that cause a prevent from entering the ICT sector in Lithuania. Most of the 

problems are related with cultural views and distribution of “female” and “male” works. However, these 

barriers create a huge gap between women and men working in the academic field of ICT. Informatics Faculty 

at Kaunas University of Technology seeks to change the situation and encourage women to choose their Career 

in ICT field. In addition, it seeks to break the stereotypes and eliminate obstacles that causes the low rate of 

women joining the ICT field.  

To increase the low number of women, choosing their Career in ICT field, it is important to know the factors 

that make a positive impact to girl’s interest in STEM. As figure 5 shows, the most impact is made by parents 

and teachers.  These factors are the most important as those people are the closest people to a girl. If a girl 

will not get any support from these groups she will never be interested in STEM as well as she will never think 

of it as one of Career possibilities. Additionally, the influence is made by second-level factors (creativity; 

teacher mentors; peer group approval; visible female role models and etc.) that have no direct influence on a 

girl’s choice but makes her reconsider her choices. The third-level factors such as parent careers, male 

teachers, approach of society and etc. are less important if a girl get enough of support from the first two 

levels.  
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Figure 5: The Factors that have the biggest impact on girl’s interest in STEM. 

 

The prepared Gender Equality Plan is a result of long and intensive discussions, researches and analysis of data 

in need to create a plan that perfectly fits the situation of Informatics Faculty at KTU. The main information 

for the discussions and researches was taken from the Gender Equality Audits, which were carried out earlier 

this year due to the need to indicate the GE situation at Informatics Faculty at KTU. The results of Gender 

Equality Audits have shown that the situation of Gender Equality in the Informatics Faculty of KTU is 

imbalanced and need serious improvements. Later actions on CrowdEquality Platform, where the ideas of how 

to improve the situation were described, presented and given for voting, shown the most voted actions. The 

voted ideas were presented to the Leader Board of Informatics Faculty. 

The Working Group took the responsibility in organizing the meetings with the Leading Board members (Dean 

of Informatics Faculty, Vice-dean for Science Affaires of Informatics Faculty and Administration Staff) in order 

to design GEP suitable for Informatics Faculty. During the meeting for GEP design, the top voted ideas were 

presented and their implementation possibilities were discussed. The most suitable ideas for situation 

improvement were accepted and signed in.  

The special role and contribution from the EQUAL-IST and KTU IF Faculty Working Group shall be 

acknowledged as the driving force in the auditing and GEP’s design process: they paid much time and shared 

numerous ideas while searching for ways to implement the best actions. In addition, another valuable 

contribution was provided by the Informatics Faculty. Their insights in preparation of GEP was very useful and 

fruitful as well as the Leading Board of the Informatics Faculty members for their time and thoughts on what 

could be done on the Faculty Level.  
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6.1.1 Selection of Challenges 
Kaunas University of Technology has identified 8 challenges related to the Gender Equality Issues in the 

University. The table below presents the Area, Title and provided Objective of each of the Challenge. The 

Selected Challenges are in bold.  

Challenge Main Area Challenge Title Goals(s) to address the Challenge 

HR and Management Practices Challenge 1 –Lack of support to 

female students at KTU to retain 

them into ICT academic careers 

Create mentoring Network for 

Women PhD students at KTU 

Challenge 2 – Women struggle in 

creating a clear career vision 

Help women to create their 

career Roadmap 

Challenge 3 – Women are not 

involved into decision making at 

the Faculty  

Involve women to organization 

decision making process by 

supporting women leadership 

Teaching and Students Services & 

Institutional Communication 

Challenge 4 – The lack of visibility 

of women in IT 

Present more good practices of 

women working in IT 

Other Gender Equality Issues Challenge 5 -  Lack of men 

involved in Gender Equality 

Actions 

Encourage men to stand for 

Gender Equality 

 

The process of selection of Challenges included several actions:  

• First level was the voting process on the CrowdEquality Platform, where the most 

interesting/relevant challenges were identified.  

• Second level was a discussion with GEP Working Group Members and interested parties about the 

top voted challenges.  

During the discussion at these two levels, the needs and possible ways for implementation of related actions 

(some of the challenges might seem very relevant and important, but there is no legal base on what we could 

implement solutions to tackle them) were evaluated.  

• The third level included discussion with Faculty Leader Board about the selected (top voted) 

ideas/solutions and the ways for implementing them. During the last phase of selection, it was 

decided to select and approve those actions that is possible to implement in the Faculty and will not 

require major institutional changes in the University legislation. 

The rationale behind the decision of focusing on the above-mentioned Challenges lay on the situation in 

Kaunas University of Technology and the strategic goals the University governing bodies have set in the current 

years. The past few years, the university has paid much of attention to the improvement of work conditions 

and environment for women and other-disadvantaged groups. The University seeks also to ensure equal rights 

for every staff member. The selected Challenges represent the main focal points of the organizational changes 

and they are agreed on organizational level. 
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A great attention while selecting challenges was paid to career paths as University has included Career 

planning of the staff in its long-term plans. However, that Plan is not detailed and there is no special attention 

paid to Women and their specific Career Path including breaks. For this reason, it was decided to select the 

challenge and participate in creating special Career Planning action for Women to help them to have clear Plan 

of their Career with a Plan if they have a Break in their Career as well as lack of women in decision making 

positions an overall important outcome and goal of the current GEP is therefore related to mainstreaming a 

gender approach into a strategic HR policy at the University.  

6.2 Identified Challenges Related to Gender Equality and Diversity 
According to data that is provided by Eurostat, 29 out of 1000 women are holding a degree in ICT and only 4 

women stay to work in the field of ICT. Women manage about 19.2% of people working in the ICT sector while 

in other fields, women manage 45.2% employees.  

 

Figure 6: The supply and demand of IT professionals in the market in Lithuania. 

The growing demand of IT professionals, requires a qualified labor force. Figure 6 presents a need of IT 

professionals (the real need marked din green; the IT graduates marked in yellow). However, a big part of 

students who chose ICT studies did not graduate (50% in university and 56% in college).  

The results of researches show that women get paid 9% higher than working in other fields and rarely become 

unemployed. A job in ICT field offer a possibility to have a flexible work schedule or possibility to work from 

home. Despite of various benefits that work in ICT field ensures, only 10% of girls’ study ICT. For this reason, it 

is important to create an action plan that would encourage girls to choose technical and engineering sciences 

at school and later choose studies in STEM. 

Another challenge for Informatics Faculty at Kaunas University of Technology is to create an environment that 

would encourage girls to continue their scientific researches in ICT field as well as encourage them to seek for 

an academic Career in the ICT field. The range of professors or researchers is very low in the Faculty of 

Informatics. It is important to make main changes in the infrastructure of the Faculty as it is the only way to 

eliminate the disproportion between men and women in the Faculty. It is important to highlight that the 

changes should cover all the university. Additionally, Informatics Faculty should be responsible for 

implementation/ creation/changes of special segments in the change plans of the University. 
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To make the forecasted actions, and after the deep analysis of results of interviews and meetings with target 

groups described in PGA report helped to identify two challenges that requires much of attention. The main 

two solutions identified raised during the meeting with focus groups and interview: 1) a mentoring network 

for Women; 2) Helping women to create their career roadmap.  

The creation of mentoring network for Women was identified as a crucial challenge that needs a quick action 

as it has an impact to whole Faculty. The roots of the challenge hides in a past decade, when the raise of 

women, having a tertiary education, was noticed (fig. 1).  Women has started to reach achievements more 

actively in education and this situation is impacted by the belief that women need to have a higher education 

degree to have the same position comparing to their male colleagues. This unequal situation creates a need 

to reach high results in education before merging in a job market. At the same time, women, holding a degree, 

does not know how to manage their career as they are surrounded by the social boundaries: to get a job, to 

prove your expertise; to have a family, to have children and etc. This situation can be seen in a sharper light in 

the ICT field where women are a minority.  

 

Figure 7: Women and men having completed tertiary education (Statistics Lithuania, 2015). 

The meeting with HR Management group and Researchers showed that women feel a lack of concern of their 

career path comparing with their male colleagues. Since ICT is shown as a male field of activity, women are not 

supported fully in their integration to the field and their academic activities. Those young women express a 

need to get some specific support from their older colleagues. Especially while they are facing difficulties in 

their career or having troubles with a decision of what actions should be taken to improve their career paths. 

However, there are a few women working in that field who could share their insights and experience about a 

career in ICT field at university. For this reason, the network of women in ICT is needed to create a better 

working environment for women working in ICT and help them to create and manage their career paths.  

 Continuing the previous challenge another challenge arise women face problems while planning their career. 

The meetings with HR management group and interviews showed that women feel a little bit loss of what they 

want to do with their career and how to plan it right. The main challenges of planning a career appears when 

they start planning a family or expecting a baby as these situations keep a woman away from her active career 

for a while. In addition, women feel some kind of boundaries and do not know how to overcome them (mostly 

it is related with limited career opportunities in the institution). Even though, the research did not show any 

special indications that women, working in Informatics Faculty would feel a Glass-ceiling effect (fig. 2), during 

the interviews, some of them agreed that there are some boundaries in their career advancement or they 

have to work double to reach the same as their male colleagues. In addition, it is noticed that all women, even 
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those who has a wide career experience in the field face a problem to raise and reach measurable goals in 

their careers. This becomes an obstacle in the long-perspective career planning as most of women have no 

plan at all and they act more spontaneous.  

 

Figure 8: Glass-Ceiling effect in the Faculty of Informatics. 

The meeting with HR management group and researchers showed that most of them think that parental duties 

have a big impact to employees’ career and affect it negatively (fig. 3). So, women’s career paths are affected 

by it even stronger as mother’s role is more important in the family in our society. In other words, career 

planning becomes a crucial for women in an ever-changing field such as ICT.  

 

Figure 9: Parental duties and negative effect to the career. 

These two challenges are aimed to help women to better integrate in ICT field and become more confident 

about their career path. In addition, it will ensure the support for women who are facing difficulties in their 

professional path and encourage them take the action to their hands. 

6.2.1 Challenge 1 – Lack of support to female PhD students and Jr 
researchers at KTU to retain them into ICT careers 

Description: The low number of female academics (professors, doctoral and postdoctoral researchers) in ICT 

field can be related with a low number of female students choosing their Bachelor and Master studies in this 

field. The closer analysis of students’ segregation (D 2.4) in ICT has shown that only about 10% of girls have 

chosen their bachelor studies in ICT field and in the past two years this percent was not stable (10% - 2013; 

5% - 2014; 6% - 2015). The instable number of girls choosing master degree cause a lack of female students 

taking PhD studies in the field of ICT. This situation might be caused due to a lack of mentoring actions for 

female students in the Faculty as women face various kind of problems while having studies in the field of ICT. 
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Another reason is that female students (PhD) lack of support from their lecturers. Especially when they face 

not common problems while studying. The mentoring Network would help PhD students to get 

insights/advices/help from the female academic staff working in the field of ICT. This might encourage PhD 

students to continue their Career in the academic environment and become professors or researchers.  

 Goal – Create Mentoring Network for Women 

Aim: To create a network to help female PhD students to overcome the obstacles during the studies in the 

field of ICT. 

Target group: Junior researchers and PhD students as mentees and full professors or associate professors as 

mentors. 

Description: Academic Career is not easy for women and requires much of motivation. Therefore, it is very 

interesting and challenging career path offering many opportunities to be in the first rows of STEM inventions. 

Some of girls seem very motivational about becoming researchers. However, sometime later they face with 

many personal and professional issues that might seem not impossible to solve. For this reason, a mentoring 

network for Women seeking to become academics (researchers) will be created. The two types of mentoring 

will be suggested: online mentoring where PhD students will be able to contact their mentors through an 

online mentoring platform and face to face mentoring sessions when female PhD students will be able to meet 

their mentors in person. The network will connect young female PhD students with experienced female 

researchers due to create mentoring relationships and help to overcome difficult situations that may occur. 

The Mentoring Pairs might be created from women, working/studying in the same or different fields. This will 

help to solve various levels of issues and see the problems from different perspectives.  

 

6.2.2 Challenge 2 - Women struggle in creating a clear career 
vision 

Description: The interviews with HR management group, researchers and academic staff have shown that 

women, working in the Faculty, never planned their Career consequently. Analyzing this situation, it was 

noticed that women do not have any Career Plans and never had one before. This also affect their Career as 

women have to include many unplanned conditions to their Career: marriage, children, parental leave and etc. 

This situation makes women to be more spontaneous and do not raise any goals in their Career Paths as they 

are not sure of what they can do or reach in their professional life. Also, women are not sure of how to visualize 

their future Career and how to plan it as no Career Counseling Services are provided for administration or/and 

academic staff in the Faculty. This situation adds instability to women’s careers when women do not seek for 

promotion opportunities and choose to take lower level positions instead of reaching out higher-level work 

positions.  

 Goal - Help Women to create their long-term gender sensitive 
Career planning template 

Aim: To help women to create their Career Plans and provide Career Counseling services while creating and 

filling in the Plans. 

Target group: Junior researchers, PhD students, full professors or associate professors, administrative staff. 
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Description:  Helping Women working in the Informatics Faculty to create their Career Roadmaps will open the 

opportunities to evaluate and encourage women to reach for their Career Goals as well as have a clear image 

of what to do if an unexpected professional break will happen. The goal involves all kind of Career Planning 

actions: individualized Template of Career Plan, an individual session with Career Counselor and annual 

overview sessions with peer staff members.  These actions will help women to take an action in their hands 

and try harder for their Career. Additionally, it will help to see what every of staff members expect from their 

Career, what they succeed at and what they need to improve. It will help the leaders of the Faculty and HR 

mangers better manage the staff and assist tasks that help to improve some of the needed skills/competences.  

 

6.2.3 Challenge 3 - Women are not involved into decision making 
at the Faculty 
Description:  The interviews with HR management and Administrative Staff have shown that women take 

administration-level work positions in the Faculty of Informatics while men take the leading positions in the 

Faculty. This situation shows the imbalance in the leading Board as women are not involved to the decision-

making process in the Faculty. In addition, women are not involved to the working groups and do not lead to 

them.  

 Goal - to involve women to decision making process 

Aim: to involve women decision making process by supporting women leadership in the Faculty of Informatics. 

Target group: Junior researchers and PhD students and full professors or associate professors, administration 

staff.   

Description: In the Faculty of Informatics only one department is led by a woman; other departments are led 

by men. This shows that the leading positions are taken by men in the Faculty and the distribution between 

genders are not equal. Due to unequal distribution, women’s voice is not expressed while taking the most 

important decisions in the Faculty as women are not involved (except one department leader). For this reason, 

it is important to promote women to seek for leadership at the workplace (Informatics Faculty in this case) to 

ensure that the perspectives of both genders would be expressed and evaluated equally. At least 10 women 

working in the Informatics Faculty will be invited to participate and develop their leadership skills. 

 

6.2.4 Challenge 4 – The lack of visibility of women in IT 
Description:  General image of women in IT field is dull and boring. This type of image forms an opinion that 

work in IT is boring and monotonic. However, the reality is different. For this reason, it is important to make 

women working in IT more visual. It is necessary to stress out that this picture does not mirror the reality. 

There are many successful women studying and working in ICT: they are charismatic, confident, and socially 

active. Mass media is just stereotyping. That would help to change the society’s mind about IT and women 

working in it. Additionally, it would help to encourage girls to choose studies and later work in this field.  

 Goal - to present more good practices of women working in IT 

Aim: To present more good practices of women working in IT. 
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Target group: Female bachelor and master students, jjunior researchers and PhD students, administrative 

staff. 

Description: The negative image of women working in IT field creates a negative society’s reaction on this. It is 

important to present more good practices of women having a success in IT field to encourage more girls to 

seek for a Career in this area. Also, the good samples or practices of women working in IT will help to change 

the negative image of women in this field and bring more awareness about the impact women make in this 

field. Totally 15 female Learners will get some knowledge in the 3 webinars about opportunities in STEM as 

well as a wide and detailed presentation of possible specialties. Also, they will hear what it is like to study IT 

and what issues female students faces during studies.  

 

6.2.5 Challenge 5 - Lack of men involved in Gender Equality 
Actions 
Description: Gender Equality actions may be seen as a feministic approach as most of women get involved in 

this kind of action. Women fight for equal rights at work and at home. They try to prove that women are equal 

to men but these actions are fruitless without involvement of men. However, most of the times, men are left 

besides the actions, they are not invited to take a part and feel responsible for the change. Also, the men’s 

involvement might be seen as an inappropriate act that will not be accepted by society. However, men should 

be involved to the actions for GE.  

 Goal – to encourage men to stand for Gender Equality 

Aim: To encourage men to stand for Gender Equality.  

Target group: Junior researchers and PhD students and full professors or associate professors, administrative 

staff. 

Description:  During the interviews the idea of men feeling excluded the Gender Equality theme was expressed. 

The main idea was that men also have experienced some of gender inequality actions but they cannot talk 

about it loudly as Gender Equality is a „feminist“act. Additionally, the results of interviews have shown that 

women alone will never reach valuable results for Gender Equality if men will not be involved in these actions. 

For this reason, men should be encouraged to take serious steps and join the gender equality actions to change 

the situation. They should feel responsible for changing the situation of gender inequality and fight for gender 

equality at work and at home. Only the union of both genders can help to eliminate the gender inequality 

issue.  

 

6.3 Action Plan to Address the Identified Challenges 
In this section, the approved action plan is presented and described in detail for each of the selected ideas 

aimed to solve the issues described in the Challenges part (Section 2 and 3). The actions are aimed to fulfil 

both: tangibility and intangibility. In addition, the actions are aimed to reach a wider target group; outside 

Informatics Faculty.  
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6.3.1 Goal 1 – Create Mentoring Network for Women 

 Action 1 – Involvement of female students to scientific 
Researches 

Aim: To encourage girls to choose a researcher’s career path. 

Target group: Junior researchers and PhD students. 

Description: 

Another very important action that might help to involve students and make them to consider a researcher’s 

career as one of the Career possibilities is an involvement of students to scientific researches. Experienced 

female researchers work on numerous researches which might be interesting to students, studying at 

Informatics Faculty, and help to encourage them to seek a Career in Researches. For this reason, an 

involvement action (students will be invited to join the scientific researches as assistants) will be organized 

where female students, studying ICT, will have an opportunity to work with experienced female researches on 

various scientific projects and gain competences that are needed to become a researcher.  

Expected results: 10 female master students or female PhD students will be involved in researches. 5 sessions. 

Timeline: 2017-07/2018-06 

 Action 2 – Involvement of female students into teaching 
assistance and in informal education activities 

Aim: To encourage female students to gain education skills and knowledge. 

Target group: Female students: Junior researchers and PhD students. 

Description:  

To develop skills and competences of students to become teachers and researchers, they will be invited to 

help female teachers to assist in informal education activities such as lessons, lectures or seminars. In this 

activity, female students will have an opportunity to observe other teachers, learn their methods, help 

teachers in the classroom, provide lessons by themselves. During this activity, 10 students will have an 

opportunity to try themselves out in a teacher’s position. It will also help to gain more knowledge in education. 

Expected results: 10 female master or PhD degree students will be involved in assisting activity; 5 sessions. 

Timeline: 2017-07/2018-05 

 Action 3 – Creation of Mentoring network of Research 
Professionals and PhD students 

Aim: To easy the entry to academic world of ICT field for women.  

Target group: female PhD students; professors; researchers; female students. 

Description:  

The one of most important activities is the creation of a Network for Research Professionals and PhD students. 

The Network will help to connect experienced Researchers (Senior Researchers), researchers, female students 
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and PhD students to share experience, ideas and advices. Due to lack of experienced researchers in ICT field, 

it is planned to make two pairs made of one experienced researcher and one PhD student.  

Expected results: 1 mentoring Network (including 2 pairs of female mentors and female mentees) will be 

created and an online platform for it. At least 5 sessions will be organized for meetings of mentors and 

mentees.  

Timeline: 2018-02/2019-06 

 

6.3.2 Goal 2 – Help Women to create their Career Roadmaps 

 Action 1 - Creation of a long-term Gender Sensitive Career 
Planning Template  

Aim: to create a template for long-term Career Planning for Women working in IT 

Target group: female academic staff at Informatics Faculty. 

Description: 

There was no continuing career planning of employees at Kaunas University of Technology. For this reason, it 

is very difficult for academic employees that are not sure about their Career paths. After highlighting the 

problem, the action plan including various specific actions has been created. This plan will enable every of the 

employees of Kaunas University of Technology to prepare a personal Career Plan, review it constantly and 

change according to the needs.  

The close collaboration between experienced and less-experienced workers is required in this phase of Action 

Plan. The main point of this action is the Career planning of women who work as academics at Kaunas 

University of Technology. It is important that specific faculties such as Informatics Faculty will have to adapt 

the common template for career planning due to the specificity of the field. Willing to help women to create 

their Career Plans, the step-by-step actions are planned. These actions would create assumptions for future 

when more women will take a part into Informatics Faculty as researchers, lecturers and etc. This will have a 

big impact in help Women to create their Career Roadmaps. 

Kaunas University of Technology has involved Career Planning in its organizational change plan. For this, a 

common Career Plan template will be created. EQUAL-IST working Group will participate actively in the 

creation process to ensure that a template would involve women’s need to have long-term Plans. EQUAL-IST 

Working Group will provide suggestions on improvements to make the Template more a useful tool to create 

and set their Career Plans in a long term with a special focus on work life balance. This Template could serve 

for both genders as it would help to set long-term Career Plans for women and men equally.  

Expected results: 1 Gender Sensitive Career Planning Template will be created. 

Timeline: 2017-07/2017-12 

 Action 2 – Adaptation of the Career Planning Template 
according the specifics of IT specialties 

Aim: To improve a Career planning template for IT specific requirements. 
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Target Group: Female academic staff of Informatics Faculty. 

Description: 

As it was mentioned, Kaunas University of Technology has involved Career Planning as one of the activities for 

organizational change. However, the common Template will not be suitable for academic staff working in IT 

field as well as it is not adapted for women in the ICT field. For this reason, EQUAL-IST working Group members 

will initiate an adaptation process of the template to make it more relevant to academic staff in Informatics 

Faculty. The changes will be made according to the work specific of IT as well as different opportunities for 

each of IT position in the Faculty. This edited template will help women to create individual Career Plans as it 

will be more relevant to ICT field and in special charge for women.  

Expected results: 1 Career Planning Template will be adapted. 

Timeline: 2018-01/2018-03 

 Individual Counselling and Monitoring to Women in designing 
their Career Plans  

Aim: To help Women to set goals for their Career. 

Target group: Female academic staff of Informatics Faculty 

Description:  

As it was mentioned before, women are not active in setting up the goals for their career. To help women 

working in Informatics Faculty to fill in the created Career Plan Template, Career Counseling Services will be 

provided by face-to-face meetings. This activity will let women, working in the Informatics Faculty to get a 

professional help setting up the Plan as well as find out the strengths and weaknesses which they should 

improve to reach set goals. A professional Career Counselor will help Women to create a long-term Career 

Plan including unexpected breaks in the Career or providing opportunities on how to get more from their 

Professional Life. It is expected that at least 10 women will be involved in Career Counseling activity and 

actively create their Career Path. Most of staff of the Informatics Faculty and women especially do not have 

and not willing to have one. For this reason, women will be encouraged to fill in the Career Planning Template 

together with their Career Counselor and help to set measurable goals that could be reached with a help of 

colleges and leaders (providing tasks that are related to the goals, encouraging to attend trainings and etc.) 

The Career Plan will help women to get a clearer fore-seen image of their Career and set goals that would help 

to reach more in their professional life.  The last activity is the round table meetings to gather Women who 

work in the Faculty of Informatics and who have filled Career Plans together to overview the progress in their 

Careers as well as make improvements in their Career Plans. During this activity women will present what goals 

they have reached by that time as well as if Career Planning helped them to improve their Professional Life. 

Expected results: 1 individual counseling session for each of woman will be provided (10 session in total); 10 

women will fill in the Career Plans and round tables for plans review.  

Timeline: 2018-03/2019-03 
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6.3.3 Goal - to involve women to organization decision making 
process by supporting women leadership 

 Action 1 – A workshop on Leadership development for Women 

Aim: To present Leadership development methods and opportunities for women in the Faculty.  

Target group: Female academic and administrative staff of Informatics Faculty 

Description: 

Due to imbalanced situation in Informatics Faculty where women are not involved in decision making, it is 

important to train women to raise their leadership competences and seek for higher positions at work. For 

this reason, a workshop on Leadership development for women working in the Faculty of Informatics will be 

organized. At least 10 women working in the Informatics Faculty will be invited to participate and develop their 

leadership skills.  

Expected results: 1 workshop; 10 participants. 

Timeline: 2018-04/2018-05 

 

6.3.4 Goal – to present more good practices of women working in 
IT 

 Action 1 – A set of Webinars for Girls 

Aim: To raise awareness of women’s image in IT field. 

Target group: Female students, schoolgirls, junior researchers; PhD students, female professors and associate 

professors. 

Description: 

A set of webinars will be first action of creating Mentoring Network and will help a wider group of girls and to 

gather girls who are interested in Technologies together and represent women’s role and different kind of 

image of Women in Technology, a set of Webinars will be organized. It is planned to organize 3 webinars: 

1. Academic staff and learners. In this webinar, academic staff would give a detailed presentation about 

STEM specialties and Career in ICT field.  

2. Students and learners. In this webinar, students would present their experiences of studies in ICT. 

3. Academic staff and students. In this webinar, academic staff would share their experience, good 

practices and advices on how to project a career to become a researcher.  

During these webinars, women, working as academic staff will share their experience and motivate young girls 

to choose studies in ICT field. Also, they will encourage girls who already study in ICT field to think about 

researcher’s career path.  

Female students will be able to share their current experience in studies in ICT field and motivate learners to 

think about studied in this field. Also, they will get some knowledge about how to continue their Career in the 

University and become a researcher or a professor.  
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Female Learners will get some knowledge about opportunities in STEM as well as a wide and detailed 

presentation of possible specialties. Also, they will hear what it is like to study IT and what issues female 

students faces during studies.  

Expected results:  3 webinars; 15 participants for each webinar. 

Timeline: 2017-07/2018-04 

 Action 2 – An organizing a special session “Women in ICT” in 
International Conference on Advanced Learning Technologies (ALTA) 

Aim: To consolidate the positive image of women in ICT. 

Target group: female students; PhD students, researchers; professors.  

Description: 

To consolidate an image of women in ICT and help to spread ideas and works of female researchers in IT field, 

a special session in international conference “Advanced Learning Technologies – ALTA” will be organized. 

During this session, female researchers will have an opportunity to share their ideas, experiences and the 

newest findings as well as have discussions with like-minded people. It is especially important for young 

researchers to get a feedback from more experienced researchers and to hear their different perspective, 

which would enrich their researches. The area of intervention on Research Design and Delivery will consist of 

encouraging integration of gender as a dimension in the call for papers, designing Technologies considering 

styles gender and other differences in users’ learning needs or cognitive styles into account. The participants 

(researchers) will be invited to participate in the mentoring network and will give an added value to the project 

implementation. Beside its main goals related to visibility of women researchers and networking, this action 

will try to achieve an impact also in terms of mainstreaming a gender approach into Research Design and 

Delivery IST and Advanced Learning Technologies in particular. The call for papers for the conference will 

encourage submission of papers on designing AL Technologies taking gender and other differences in users’ 

learning needs or cognitive styles into accountt. 

Expected results: 1 special session will be organized in the Conference; 3 female researchers will share their 

outputs and insights in the conference. 

Timeline: 2017-07/2017-11 

 Action 3 – An organization of special session “Women in ICT” 
in International Conference on Information and Software Technologies (ICIST)  

Aim: To consolidate the positive image of women in ICT. 

Target group: female students; male and female PhD students, researchers; professors; other interested parts.  

Description: 

To consolidate an image of women in ICT and help to spread ideas and works of female researchers in IT field, 

a special session on Women working in ICT sector as researchers will be organized in international conference 

“Information and Software Technologies – ICIST”. During these sessions, female researchers will have an 

opportunity to share their ideas and the newest findings as well as have discussions with like-minded people 

on research topics and gender equality in the field. It is especially important for young researchers to get a 
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feedback from more experienced researchers and hear their different perspective which would enrich their 

researches. 

Expected results: 1 special session will be organized in the Conference; 3 female researchers will share their 

outputs and insights in the conference. 

Timeline: 2018-09/2018-10 

 Action 4 – A creation of social network for Women’s Good 
Practice exchange 

Aim: To spread good practices of women working in the ICT sector for wider society. 

Target group: female and male students (bachelor and master degree); researchers; professors; administrative 

staff, women working in other ICT organizations, social partners and other interested parties. 

Description: 

To strengthen the image of women working in ICT field, a social group/page will be created on one of the most 

popular social Networks where women will be able to share their own experiences. Also, the members of the 

group will be encouraged to create a strong virtual community where participants help each other if there is 

any issue that should be solved or support each other while taking though decisions. The society will not be 

open to male participants as well as they can help to spread and change the image of the women working in 

IT.  

Expected results: 1 social page will be created. 

Timeline: 2017-09/2019-05 

 

6.3.5 Goal – to encourage men to stand for Gender Equality 

 Action 1 – A workshop with experienced professors for IF 
students on Gender Equality  

Aim: To encourage men to get involved with Gender Equality Issues. 

Target group: female and male students (bachelor and master degree); PhD students; researchers; professors; 

administrative staff. 

Description: As the researches has shown, men are not involved with the Gender Equality issue. To encourage 

men to stand for Gender Equality issues and get involved with various actions for that, bachelor, master, PhD 

students; researchers; professors and administrative staff will be invited to a workshop with experienced male 

professors working on Gender Equality. During the workshop participants will get to know why they should be 

more active in Gender Equality, what they could change in close environment (work, study or home) in society 

or nation. Also, they will be invited to share their own thoughts and experiences of Gender Equality. A big 

attention will be paid to male participants and their attitude towards Gender Equality issues. 

Expected results: 1 workshop will be organized. At least 20 participants will take a part in the workshop. 

Timeline: 2018-04/2018-05 



D3.2: Initial RPO-specific GEPs  

 

 98 | 161 

 

6.4 Action Plan Summary Table 
The table below presents an overview of the Action Plan (Chapter 6.3) that KTU will implement to address the identified challenges. In particular, each row of the table 

presents for each main Area of intervention (Main Area and sub-Area), the challenges, the goals set (Challenges and Goals), the actions that KTU will take place to meet the 

challenge (Actions), the results of this action implementation in terms of outputs planned (Assessment Outputs), the people who will be responsible to implement it (Who is 

in charge), the period for the implementation of each action (Timeframe)  and the action that will deliver data to KTU (Data source). 

Main Area  Sub- Area Challenges and Goals Actions 
Assessment 
Outputs  

Who is in charge  
Timeframe Mx-
My 

Data source 

H
R

 &
 M

an
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em
e

n
t 

p
ra

ct
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e
s 

G
en

d
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 S
eg

re
ga

ti
o

n
 

Challenge 1:  Lack of support to 
female students at KTU to 
retain them into ICT academic  
careers   Goal: Create 
Mentoring Network for 
Women 

An involvement of 
female students to 
scientific Researches 

10 female 
master/PhD students 
will be involved in the 
STEM researches; 

EQUAL-IST Working 
Group; academic staff; 
female master/PhD 
students; junior 
researchers 

M14-M25 
2017-07/2018-06 

Workshops (5 
sessions);  

5 sessions 

An invitation to 
female students to 
assist teachers in 
informal education 
activities 

10 female 
master/PhD students 
will be involved to 
assisting activity; 5 
sessions 

EQUAL-IST Working 
Group; academic staff; 
female master/PhD 
students, junior 
researchers 

M14-M24 
2017-07/2018-05 

 workshops (5 
sessions) 

A creation of 
Mentoring network 
of Research 
Professionals and 
PhD students 

1 mentoring network; 
2 mentors and 2 PhD 
students (2 pairs); 5 
sessions for each pair. 

EQUAL-IST Working 
Group; academic staff; 
PhD students; professors, 
researchers. 

M21-M36 
2018-02 / 2018-05 

Surveys; interviews 
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Challenge 2: Women struggle in 
creating clear career vision 
Goal: Helping women to create 
their career roadmap 

Creation of a  long-
term Gender 
Sensitive Career 
Planning Template  

1 template for Career 
Planning 

EQUAL-IST Working 
Group; HR management 
Group; Academic staff 

M14-M19 
2017-07/2017-12 

Template 

An adaptation of a 
template for 
specifics of IT 
specialties  

1 Career Planning 
Template for staff of 
Informatics Faculty 

EQUAL-IST Working 
Group; HR management 
Group; academic staff 

M20-M22 
2018-01 / 2018-03 

Adapted template 

Individual 
Counselling and 
Monitoring  to 
Women in designing 
their Career Plans 

10 women; 10 
individual counselling 
sessions 

EQUAL-IST Working 
Group; HR management 
Group; female academic 
staff; female Researchers 

M22-M34 
2018-03 / 2019-03 

Individual 
workshops 

Challenge 3: Women are not 
involved into organization’s 
decision making 
Goal: Involve women to 
organization decision making 
process by supporting women 
leadership  

A workshop on 
Leadership 
development for 
Women 

1 workshop; 10 
women. 

EQUAL-IST Working 
Group; female academic 
and administrative staff. 

M23-M24 
2018-04 / 2018-05 

Workshop 
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  Challenge 4: The lack of 

visibility of Women in IT 
Goal: to present more good 
practices of Women working in 
IT 

A set of Webinars for 
Girls 

3 webinars; 15 
participants for each 
webinar. 

EQUAL-IST working 
Group; female academic 
staff; female students 
studying ICT; schoolgirls; 
students 

M14-M23 
2017-07/2018-04 

webinars 
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An organization of 
special session 
“Women in ICT” in 
International 
Conference ALTA 

1, special session; 3 
Researchers sharing 
their outputs and 
insights in the 
conference 

EQUAL-IST Working 
Group; female academic 
staff; educators; PhD 
students; professors. 

M14-M18 
2017-07/2018-11 

Session in the 
conference 

An organization of 
special session 
„Women in ICT in 
International 
Conference ICIST 

1, special session; 3 
Researchers sharing 
their outputs and 
insights in the 
conference 

EQUAL-IST Working 
Group; female academic 
staff; educators; PhD 
students; professors. 

2018-09/2018-10 
Session in the 
conference 

A creation of social 
network for 
Women‘s good 
Practise Exchange 

1 social page 

EQUAL-IST working 
group, women working in 
IT; professors; 
administrative staff, 
students, researchers, 
social partners, other 
interested parties 

M16-M36 
2017-09/2019-05 

Social network; 
virtual resources 

O
th

er
 O

th
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su

e
s 

  
Challenge 5: Lack of men 
involved in Gender Equality 
Actions 

A workshop with 
experienced 
professors on 
Gender Equality for 
students 

1 workshop; 
20participants in 
each of the workshop 

EQUAL-IST working 
group, students, 
researchers, professors, 
administrative staff 

M23-M24 
2018-04/2018-05 

Workshop, 
discussion 
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7 UMINHO Gender Equality Plan  

7.1 Introduction 
Gender equality in academia and science has been a central theme of several scientific studies in Portugal. 

Over the last few years there has been an extensive literature production on the explicit and implicit processes 

that drive gender inequalities and make them persist over time. Part of these studies show the importance of 

social variables for the perpetuation of conditions of gender inequality. It is, therefore, important to focus on 

gender inequalities based on other inequalities, namely inequalities related to social class, age and, in the 

academic and scientific context, the scientific field and specific institution. The social and human sciences have 

contributed substantially to show that education and science are intensely driven by factors of symbolic order 

that also feed on diverse prejudices and stereotypes. Similar results have been published in the fields of 

engineering and technology. 

In contexts of increasing mobility, globalization and cultural change, it is urgent that science and education 

policies, defined in the context of Universities and their human resources (including teachers and non-teaching 

staff as well as students) recognize gender inequalities and promote effective measures for its eradication, in 

a collective and participatory approach. 

Despite the production of literature attesting to the existence of gender inequalities in academia, documenting 

processes of segregation and discrimination that affect the various participants of the organization and the 

methodologies proposed to overcome them, have not fed, as might be expected, the reality of practices in 

teaching and research institutions. More recent studies continue to show that gender inequalities are 

considered "natural" and "unavoidable" and that there are biological differences that determine the difference 

in treatment. 

This is also the reality that the EQUAL-IST project confirms for the case of the University of Minho where the 

performed diagnosis confirms the same trends elicited in scientific studies. The EQUAL-IST project is being 

carried out by teams in several European countries and it is aimed primarily at studying and intervening in the 

advancement of gender equality in the information systems and technology fields. In the case of the University 

of Minho, since gender inequality is a transversal problem and holds implications for the University as a whole, 

and individually for the people that compose it, the study evolved to a more comprehensive diagnosis, having 

been collected a wide range of information on various relevant indicators to understand the depth and extent 

of the problem. 

The project integrates researchers from various scientific disciplines, from Engineering, Sociology, and 

Management of Science and Technology. The methodology followed in the project is based on the principle 

of co-produced knowledge, assuming that the phenomena of power, usually associated with gender 

inequalities and the support of principles still predominantly androcentric, can be studied in their density and 

depth with the active participation of all those involved, especially those who experience situations of 

powerlessness, subordination or invisibility. To support this methodology, a crowdsourcing platform was 

developed; this platform allows individuals to share their concerns and suggestions, in a reflexive way. As a 

result of the ideas and discussions shared online, the various project teams select the set of actions that they 

deem implementable and measurable over the life of the project. These are then integrated in a tailored 

Gender Equality Plan (GEP).  
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EQUAL-IST is a project that has as its corollary the design and implementation of a Gender Equality Plan (GEP) 

especially devoted to raising awareness of all the problems associated with gender inequalities, ranging from 

recruitment and performance evaluation, to work relationships, including phenomena of harassment and 

discrimination. For this reason, the project integrates a strong dimension of action research, encouraging the 

participation of all the Schools and Institutes of the University of Minho. The committee for the GEP’s 

definition and implementation integrates researchers and institutional representatives, equally identified and 

committed to the purposes stipulated therein. 

The University of Minho is guided, in its Statutes, by the will to offer a scientific, technical and human education 

oriented to the advancement of knowledge as a universal good. In recent years, the University of Minho has 

affirmed itself to the national and international community as a university "without walls" and as a "complete" 

university. Under this assertion, it is included the construction of a university that affirms the advancement of 

diversity and equality. 

Thus, the recognition of the epistemic richness of the contributions of all the people that make up the daily 

life of the university, accompanied by the awareness of the existence of a variety of gender inequality 

phenomena, are decisive steps in the consolidation of the present and future identity of the University of 

Minho and its sustainability. Because the national and international affirmation of the University is made by 

its ability to mobilize the multiple knowledges produced within it, towards the continuous improvement of 

practices, values and procedures, the University of Minho affirms its commitment to promote the diagnosis of 

inequalities and the definition, implementation and evaluation of concrete actions aimed at eliminating all the 

conditions and factors that are at the genesis, and contribute to the maintenance, of phenomena of gender 

inequality.  
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7.2 Identified Challenges Related to Gender Equality and Diversity 
The results of the research being carried out by the EQUAL-IST project team confront the University of Minho 

with various challenges related to the advancement of gender equality. 

One of the main challenges is the lack of knowledge on the part of the various organizational actors – faculty, 

researchers, non-faculty and students, of issues related to gender inequality. 

We categorize these challenges, briefly, on the basis of the main dimensions addressed in the project: Human 

Resources and Management Practices; Research Content and Delivery; Teaching and Student Services; and 

Institutional Communication (Internal / External) that will be detailed on a case-by-case basis in the following 

sections. 

7.2.1 Main Area: Human Resources and Management Practices and 
processes 

The Human Resources (RH) Management is fundamental in promoting the principles of diversity and equality. 

Dealing daily with the implementation of legislation as well as the processes of recruitment, selection and 

performance assessment, RH managers can implement actions with a tremendous impact on the several 

variables directly related to gender inequality. 

The data collected for the School of Engineering and University of Minho as a whole, particularly through 

interviews and observation, point to the existence of several challenges that imply a deep rethinking of several 

issues related to building a culture of HR management more oriented toward equality; it is of key importance 

the implementation of a management approach capable of deconstructing some of the existing ideas and 

beliefs about the preferences and merit of women and men for the access and permanence in certain 

activities, as well as their specific ability for managing family and / or personal demands. 

In our study it was possible to identify, among others, the excessive naturalization of inequalities between 

men and women, based on perceived differences in merit and / or performance. Information management 

practices on academic and non-academic staff have also been observed, particularly regarding absenteeism, 

maternity / paternity leave management, which do not consider gender as a category of analysis. 

Noteworthy are thus challenges of conceptual order, that relate to the increased awareness of gender issues 

in all processes related to HR management and other of pragmatic nature, related to the construction of 

infrastructures and specific processes that lead to the change of practices. Below the challenges are listed and 

interventions proposed. 

 Challenge 2.1.1 Gender Equality Reflexivity and Awareness at 
the University 

A university culture that promotes Gender Equality leads to a better organizational performance benefiting 

the external recognition of the institution. It is necessary to instigate those who have academic management 

positions to reflect and recognize these contributions, implementing a better assessment of the situation of 

women and men and facilitating the mobilization of resources in support of initiatives to diagnose and 

intervene on this reality.  

In order to respond to this challenge, the Gender Equality Plan (GEP) contemplates the following short and 

medium-term actions related to the sharing of information and training of Gender Equality skills: 
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• To design, support and implement diagnosis to the situation of men and women in the institution, 

according to career and hierarchical position; 

• To organize scientific and technical events specifically related to Gender Equality in academic contexts, 

aimed specifically at those who define HR policies in the University; 

• To train top and middle managers in the application of informed and sensitive practices of Gender 

Equality, aiming at reaching their commitment in integrating gender equality principles in strategic 

and operational decisions.; 

• To adopt information systems that support the monitoring of the GEP implementation, highlighting 

the indicators signaling aspects that require adjustments; and 

• To create of a book of life stories as a way of documenting the experiences of the various 

organizational protagonists - teachers, researchers, non-teachers and students, regarding their 

successful approaches to overcome gender inequalities. 

 Challenge 2.1.2 Institutionalization of Gender Equality as a 
guiding principle of the University’s mission and strategy  

Along with the promotion of Gender Equality reflexivity and awareness, implementing methodologies focused 

on providing information and training, mechanisms for the formal institutionalization Gender Equality 

principle will created in order to promote the integration of those principles into the University’s culture. In 

order to achieve this, Gender Equality principles must be reflected in the strategic documents and indicators 

of institutional performance. 

The results of EQUAL-IST show that women's participation in ICT / IST is very low and this happens for non-

academic staff, academic staff and researchers. In addition, the interviews show that women tend to perform 

administrative / support tasks (horizontal segregation), being "diverted" from currently better evaluated 

activities, such as networking activities with companies, or activities which involve solving technical problems 

(compared to teaching and / or more routine activities). 

As an example, operational management tasks performed by middle managers (program chairs, members of 

school board), that are very important to attract new students and maintain connections with stakeholders, 

are undervalued for career progression purposes. These tasks are often carried out by women. 

Integrating Gender Equality in the University’s culture implies, in the first instance, the development of a Code 

of Conduct describing the main gender inequality issues and ways to address them. In a second phase, it 

implies to ensure that the Code of Conduct is implemented and to monitor the results of its application. 

The Code of Conduct is a fundamental strategic instrument because it supports the integration of the Gender 

Equality principles in the University culture and supports organizational actors in shaping decisions and actions 

according to those principles, thus encouraging consensus on the definition of normative principles and of 

possible appeal procedures. 

The Code of Conduct in the area of Human Resources management and other management practices is a 

document organized by themes and sections, which contains a set of precepts, suggestions and 

recommendations directed at decision makers; the Code of Conduct is used in performance assessments and 

includes guidance information to the remaining members, potential subjects to those assessment procedures. 
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The Code of Conduct, which is transversal and covers all hierarchical levels, results, therefore, from an accurate 

analysis of the situation of Gender Equality in the organization and includes, among others, the following 

topics: 

• Gender Equality and Recruitment Policy, from a gender perspective that encourages gender balance 

and parity, therefore actively contributing to reduce the tendency towards excessive masculinization 

/ feminization of certain activities, positions and / or careers. In this sense, the code of conduct 

supports the design of mechanisms that promote the fair evaluation procedures (for example, in the 

composition of the selection boards), as well as the goals to be achieved by each department / area 

in terms of gender balance. It also encourages that parity is observed in hiring processes (teaching / 

non-teaching), when the evaluation committee is faced equally qualified candidates. The committee 

will assume the gender balance in the category as a priority. 

• Gender Equality and Performance Evaluation: re-evaluating, from a gender-sensitive perspective, the 

weights assigned to each criterion, including qualitative indicators as well as non-continuous 

evaluation methods. This is an area of huge relevance and the code of conduct is central in order to 

define initiatives aimed, for example, at: 

• Reviewing career advancement criteria in order to encourage the diversity of gender at all levels, areas 

and positions; 

• Ensuring equal opportunities for men and women to participate in academic committees, 

competitions, public presentations, projects and other activities that promote career progression;  

• Ensuring the absence of gender bias in the merit analysis, establishing fair evaluation criteria in terms 

of diversity in teaching, management-related positions, leadership in research projects, management 

of science associations, among others; 

• Encouraging the career progression of the underrepresented gender when equally qualified 

candidates are applying to the position. 

• Gender Equality and Quality Control Mechanisms in Education, Research and Management, 

encouraging the design of gender sensitive diagnostic, evaluation and intervention instruments. 

• Gender Equality and Research Support from the principles of the EURAXESS network, which is a network 

operated by the European Union (EU) which provides information and support to researchers at both 

national and international level. EURAXEES has adopted a European Charter for Researchers and a 

Code of Conduct for the Recruitment of Researchers. These two documents, addressed to researchers 

as well as research employers and funders, in both the public and private sectors, include important 

elements related to EU policy to boost the career of researchers as well as principles related to gender 

non-discrimination and balance between professional and personal life. As the GEP considers the 

research dimension, the integration / incorporation of EURAXESS’s recommendations guarantees the 

University’s alignment with the EU policies on gender equality. 
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• Gender Equality and the Promotion of the Work/Family balance, in a perspective that favours the 

information and awareness of family and personal life demands and their evolution throughout life, 

including the diagnosis of time organization and the promotion of schedules sensitive to those 

demands. 

 Challenge 2.1.3 Lack of physical structures and services to 
support Gender Equality practices and the Conciliation of Life Demands 

The EQUAL-IST project information highlights that one of the major difficulties for academic and non-academic 

staff, at all hierarchical levels and in various contractual situations, including students, is the lack of knowledge 

about the rights and procedures to follow when situations are involved which evidence the existence of gender 

inequalities. In addition, there was also a broad assessment of the University’s initiatives to provide 

infrastructures that support inclusion and diversity, as well as the conciliation of life demands. 

Thus, following the institutionalization of Gender Equality as the guiding principle of the University's mission, 

the GEP encourages: 

• The creation of a service dedicated specifically to Gender Equality with the task of defining and 

managing the implementation and monitoring of the University’s GEP – Office for Inclusion, Diversity 

and Gender Equality.  

• The creation of a Commission for Gender Equality, made up of members of several Organic Subunits 

that accompany the GEP implementation at all stages. 

The creation of these formal structures to support the institutionalization of the GEP encourages the definition 

and implementation of actions to promote Equality and Diversity, which can include the following in response 

to the concerns expressed in the information gathered by the EQUAL-IST project: 

• The creating a time bank, addressed to all staff of the institution in order to allow for a better flexibility 

of schedules; and 

• The creation of a care services for children in nursery and preschool and recreational activities for the 

children of all employees, in response to the difficulties of managing schedules and / or mobility. 

 

7.2.2 Main Area: Research Design and Delivery  
The research dimension is also an aspect to consider for the dissemination of diversity and equality principles, 

mainly because the knowledge produced supports the teaching and promotes the interaction with society, a 

structuring element of the activities developed at the University. 

The data collected by the EQUAL-IST project evidences the existence of some challenges that imply a deep 

rethinking of a few aspects related to how research is organized at the University, especially regarding the 

inclusion practices implemented, namely what may be biased behaviors towards gender, age, ethnic, national 

or social origin, religion or belief, sexual orientation, language, disability, political opinion, social or economic 

status. 

Below we list the challenges and propose specific intervention actions. 
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 Challenge 2.2.1 Recognize, encourage and fairly evaluate 
Projects / Publications on Gender Equality in the various teaching and research 
organic subunits 

The data show that the themes and areas of research continue to be valued and recognized in a highly 

androcentric way, and research projects, publications and other scientific indicators developed on the theme 

of gender and gender equality are, as a rule, considered less important and therefore devalued and 

unrecognized. This finding is transversal to the various scientific areas, but is more evident in the case of 

research in the Engineering fields. This is of particular concern due to the big relevance the topic has for the 

development of science. In fact, gender equality studies focusing research practices address questions that 

are linked to how the results of scientific research benefit and integrate more or less positively women and 

men, in the act of their consumption and in the way innovations are used. 

Therefore, the GEP integrates three key objectives: 

• To promote projects and publications on gender equality, in all fields of science, with a special focus 

on IST; 

• To train participants / evaluators on the need for non-discrimination of specific research themes, 

including gender and diversity; and 

• To encourage the participation of male researchers in projects on gender equality issues. 

 Challenge 2.2.2 Encouragement of Gender Diversity in Groups 
and Research Projects 

The data show that the composition of the teams in scientific research projects follows affinities that are often 

shaped by the gender of the promoters, observing several situations in which there is no gender balance. 

There are a number of implicit and explicit mechanisms that explain the discrepancy in the access, for example, 

of women in the areas of Science, Technology, Engineering and Mathematics (STEM) to project coordination 

and / or team integration.  

In addition, it is proposed to promote seminars to analyse gender issues on science and their implications, as 

well as the introduction of an explicit recommendation in this regard, by the directors of the research units. 

 

7.2.3 Main Area: Teaching and Students’ Services  
At the teaching level several gender equality challenges were noticed as well. In engineering, and the IST field 

in particular, one of the most salient challenges is the gender imbalance, since the number of women (teachers 

and students) in certain programs is still residual. 

 Challenge 2.3.1 Gender inequality in Study Programs 

To promote a better understanding of the relevance of women in science and encourage diversity by 

increasing the female admittance in STEM study programs, the defined GEP includes recommendations for 

contacts and clarifications, in secondary schools, to demonstrate the role of women in these fields and 

demystifying some of the stereotypes that persist about women in STEM.  

It is encouraged the organization of annual visits to secondary schools to inform about STEM fields and 

stressing the relevance of having men and women contributing to research and practice. The presentation of 
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female role models, highlighting their contributions in the various STEM fields, will be used as an approach to 

attract female students. 

 Challenge 2.3.2 Gender inequalities in the labor market 

The gathered data revealed that gender affects the time devoted to studies by students, with women, 

particularly those living with the family, tending to accumulate household and family tasks, something that 

does not happen with the same intensity and impact in the case of men. 

The actions for awareness raising regarding gender inequalities in the University show that the faculty should 

be aware of the differences in gender mindsets and cultures to be able to address the learning challenges 

effectively. 

Thus, we propose (2 events/year): 

• Awareness seminars for teaching staff and students on the relevance of a gender approach to the 

definition of study plans. 

• Courses, seminars and workshops focusing on gender equality. They will address specific topics 

relevant for STEM education and professions (e.g. focusing on gender-specific challenges and effective 

approaches to dealing with them). 

• Observatory with publications/projects about gender equality and diversity to support gender 

mainstreaming in disciplinary areas as well as to promote partnerships and exchanges of experiences 

with researchers and teachers 

7.2.4 Main Area Institutional Communication 

 Challenge 2.4.1. Lack of an effective communication policy 
covering the various dimensions of academic life (teaching, research and 
management) 

The promotion of gender equality in an academic context is facilitated by the development of an effective 

communication policy that covers teaching, research and management activities. Effective and unbiased 

communication must be applied to de development of contents, definition of strategies and tools to 

communicate contents and strategies, both internally and externally, in the relationship with the surrounding 

community. 

Therefore, we propose: 
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• To encourage sessions and lectures aimed at raising awareness about the importance of gender-

sensitive communication guided by professionals and experts in the field (once a year); 

• Organization of meetings for analysis and auscultation of program directors, faculty and researchers 

on information materials and contents to be used year by year (once a year, included in meetings of 

the program board of directors or pedagogical council); 

• Inclusion of norms specifically dedicated to gender inclusion discourse in organizational 

communication and communication in science, particularly with regard to the language used (national 

regulation is being prepared on this topic). 

 Challenge 2.4.2 Lack of concern for language issues in the 
description of study programs and their dissemination in the media 

The analysis of gathered data shows that often the announcement of the University’s study programs on the 

websites and media include a biased language, inducing the notion that some programs are better suited for 

women and other for men. While it is clear that this is not intentional, the need remains for an intervention 

aimed at creating awareness of implicit messages in the way programs are informed and marketed and review 

this information to promote gender neutrality.  

Therefore, we propose to: 

• Foster the appreciation for the careful use of gender-sensitive language by creating a specific indicator 

to be included in the assessment of study programs (1st, 2nd and 3rd cycles); 

• Provide support for the revision of the contents produced for the dissemination of the educational 

offer and other dissemination materials, in order to ensure the gender neutrality of the language used 

and to avoid stereotypical representation of gender. 
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7.3 Action Plan to Address the Identified Challenges 

7.3.1 Goal 1: To achieve the periodic integration of considerations of 
diversity and gender equality in decision-making processes at 
all levels of University management, and in particular in the 
field of HR management 

 Action: Diagnosis 

Aim: Both Students and Researchers will design, support and implement diagnosis to the situation of men and 

women in the institution 

Timeframe: 

Diagnosis – From Students (Bi-Annually): 

• October 2017 and May 2018 (Academic Year: 2017/2018) 

• October 2018 and May 2019 (Academic Year: 2018/2019) 

Diagnosis – From Academic/non- Academic (Annually) 

• January 2018 (Academic Year: 2017/2018) 

• January 2019 (Academic Year: 2018/2019) 

Responsible Units/Stakeholders:  

• For Students: EQUAL-IST Representative Victor Barros (EENG), Working Group 

• For Academic/non- Academic: EQUAL-IST Representative Victor Barros (EENG), Working Group, UOEI 

Representative  

 Action: Workshop  

Aim: On a bi-annual basis scientific and technical events will be organized: 

• specifically related to Gender Equality in academic contexts. Workshops will focus also to train top 

and middle managers in the application of informed and sensitive practices of Gender Equality. 

• to provide seminars focusing on gender equality best practices adapted to the specific needs of faculty 

and students (Goal 6) 

Timeframe: February 2018, September 2018, February 2019 

Responsible Units/Stakeholders: EQUAL-IST Representative Victor Barros, Isabel Ramos (EENG), Working 

Group UOEI Representative 

 

 

 



D3.2: Initial RPO-specific GEPs  

 112 | 161 

 

 Action: Meetings 

Aim: Meeting with Rectory, Organics Units and Commission for Citizenship and Gender Equality (CIG) will be 

arranged to adopt information systems that support the monitoring of the GEP implementation.  

Timeframe: (Annually) February 2018, February 2019 

Responsible Units/Stakeholders: EQUAL-IST Representative Victor Barros, Isabel Ramos (EENG) and Working 

Group UOEI Representative 

 Action: Book of life stories 

Aim: To create of a book of life stories as a way of documenting the experiences of the various organizational 

protagonists regarding their successful approaches to overcome gender inequalities 

Timeframe: 

• Collection of stories – February 2018 

• Previous version – May 2018 

• Final version – September 2018 

Responsible Units/Stakeholders: EQUAL-IST Representative Victor Barros, Isabel Ramos (EENG), Working 

Group Emília Araújo (ICS), UOEI Representative  Carla Cerqueira (ICS)  

 Action: Code of Conduct 

Aim: To define, implement, and disseminate a Code of Conduct for diversity and gender equality. 

Timeframe:  

• Previous version – December 2017 

• Final Version – June 2018 

Responsible Units/Stakeholders: EQUAL-IST Representative Victor Barros, Isabel Ramos (EENG), Working 

Group Emília Araújo (ICS), UOEI Representative Carla Cerqueira (ICS) 

 Action: Awareness raising and support 

Aim:  To create infrastructures, processes and information systems for raising awareness and offering support 

to gender equality and diversity at all levels of academic activity, as well as maintaining the balance between 

professional and personal life. In this respect, the following actions will be carried out: 

• Meeting with Office for Inclusion 

• Meeting with Commission for Citizenship and Gender Equality (CIG) 

• Meeting with Organic Units and Working Group 

• Structural change to Office for Inclusion and Diversity 

• The creation of a Commission for Gender Equality 

Timeframe: 
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• Meeting with Office for Inclusion: November 2017 - November 2018 

• Meeting with Commission for Citizenship and Gender Equality (CIG): November 2017 - November 2018 

• Meeting with Organic Units and Working Group: September 2017 - January 2018 - May 2018 - 

September 2018 - January 2019 - May 2019 

Responsible Units/Stakeholders: 

• Meeting with Office for Inclusion: EQUAL-IST Representative Victor Barros, Isabel Ramos (EENG) 

(EENG) Working Group UOEI Representative 

• Meeting with Commission for Citizenship and Gender Equality (CIG): EQUAL-IST Representative Victor 

Barros, Isabel Ramos (EENG), Working Group, External Representative  Vítor Almeida (CIG) 

• Meeting with Organic Units and Working Group: EQUAL-IST Representative Victor Barros, Isabel Ramos 

(EENG) (EENG) Working Group Ana Alice Baptista (EENG), Ana Margarida Trigo (EENG), Celina Pinto 

Leão (EENG), Emília Rodrigues Araújo (ICS), Helena Cristina Rodrigues (EENG), João Álvaro Carvalho 

(EENG), Luis Amaral (EENG), Maria João Pinto (EENG), Maribel Yasmina Santos (EENG),Raquel Sofia 

Moreira Ferreira (EENG), Rosa Vasconcelos (EENG), Solange Rito Lima (EENG) UOEI Representative 

Alexandra Abranches (ILCH), Ana Mónica Sousa Pereira (MED), António Mauricio Costa Fonseca (EC), 

Arminda Anes Pinheiro (ESE), Faria (ILCH), Cidália Silva (EA), Carla Cerqueira (ICS), Emília Fernandes 

(EEG), Manuela Almendra (ESE), Maria Custódia Jorge Rocha (IE), Maria Isabel Gomes Sousa Lage 

(ESE), Miriam Vieira Rocha (ED), Patrícia Espinheira Sá Maciel (MED), Rita Ribeiro da Silva (MED) UOEI 

Representative Alexandra Abranches (ILCH), Ana Mónica Sousa Pereira (MED), António Mauricio Costa 

Fonseca (EC), Arminda Anes Pinheiro (ESE), Faria (ILCH), Cidália Silva (EA), Carla Cerqueira (ICS), Emília 

Fernandes (EEG), Manuela Almendra (ESE), Maria Custódia Jorge Rocha (IE), Maria Isabel Gomes Sousa 

Lage (ESE), Miriam Vieira Rocha (ED), Patrícia Espinheira Sá Maciel (MED), Rita Ribeiro da Silva (MED). 

• Structural change to Office for Inclusion and Diversity: EQUAL-IST Representative Victor Barros, Isabel 

Ramos (EENG) (EENG), Working Group, External Representative. 

• The creation of a Commission for Gender Equality:  EQUAL-IST Representative Victor Barros, Isabel 

Ramos (EENG) (EENG), Working Group, and External Representative. 

 

7.3.2 Goal 2: To increase the recognition of Gender Equality Projects 
/ Publications in organic sub-units 

 Action: Meeting with Research Centers 

Aim:  

• To promote projects and publications on gender equality, in all fields of science, with a special focus 

on IST 

• To train participants / evaluators on the need for non-discrimination of specific research themes, 

including gender equality and diversity 

• To encourage the participation of male researchers in projects on gender equality issues 

• To organize sessions and lectures to raise awareness about the importance of gender-sensitive 

communication (Goal 5) 

Timeframe: (Annually) 
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• March 2018  

• March 2019 

Responsible Units/Stakeholders: EQUAL-IST Representative Victor Barros, Isabel Ramos (EENG) (EENG) 

Working Group, External Representative. 

 

7.3.3 Goal 3: To achieve higher levels of Gender Parity in Research 
Groups and Projects 

 Action: Participation in the General Assembly of Research 
Centers 

Aim: 

• To promote gender-balanced project teams as a requirement for the University's endorsement of the 

submission of project applications 

• To promote seminars to analyze gender issues on science and their implications as well as to introduce 

of an explicit recommendation in this regard, by the directors of the research units 

• To ensure a balanced dissemination of research results achieved by female and male researchers 

Timeframe: (Annually) 

• April 2018  

• April 2019 

Responsible Units/Stakeholders: EQUAL-IST Representative Victor Barros, Isabel Ramos (EENG), Working 

Group and External Representative. 

 

7.3.4 Goal 4: To promote the involvement with the EURAXEES 
initiative and network on gender equality and diversity 

 Action: Meeting with Vice Dean for Research 

Aim: To support and value participation in events promoted by the EURAXEES initiative 

Timeframe (Annually): November 2017 and November 2018  

Responsible Units/Stakeholders: EQUAL-IST Representative Victor Barros, Isabel Ramos (EENG) (EENG) 

Working Group, External Representative. 
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7.3.5 Goal 5: To achieve a greater gender balance in the various 
University’s study programs and in particular the STEM ones 

 Action: Internal Event for High School Students, Visit to the 
secondary schools 

Aim: To carry out events of dissemination in secondary schools ensuring the gender neutrality of the language 

used and presenting success stories involving both genders.  

Timeframe: July 2018 

Responsible Units/Stakeholders: EQUAL-IST Representative Victor Barros, Isabel Ramos (EENG), Working 

Group, External Representative. 

 Action: Participation in the Government Project (CIG) 
“[Female] Engineers for one day" in the secondary schools 

Aim: To carry out events of dissemination in secondary schools ensuring the gender neutrality of the language 

used and presenting success stories involving both genders.  

Timeframe: November 2017 

Responsible Units/Stakeholders: EQUAL-IST Representative Victor Barros, Isabel Ramos (EENG), Working 

Group, External Representative. 

 

7.3.6 Goal 6: To engage faculty and students in the discussion of 
gender equality practices 

 Action: Meeting with Pedagogical Council and Programme 
directors (1st, 2nd and 3rd cycles) 

Aim:  

• To encourage the creation of Study Programs based on interdisciplinary approach combining STEM 

topics with topics in the social sciences and arts 

• To organize meetings for analysis of information materials and auscultation study programs’ directors, 

faculty and researchers about what can be improved in those materials (Goal 7) 

Timeframe: (Annually) March 2018 - March 2019 

Responsible Units/Stakeholders: EQUAL-IST Representative Victor Barros, Isabel Ramos (EENG) (EENG) 

Working Group External Representative. 
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 Action: Gender Mainstreaming Observatory 

Aim: To create an observatory with publications/projects about gender equality and diversity to support 

gender mainstreaming in disciplinary areas as well as to promote partnerships and exchanges of experiences 

with researchers and teachers 

Timeframe: Platform Creation – February 2018 - Platform Availability – October 2018 

Responsible Units/Stakeholders: EQUAL-IST Representative Victor Barros, Isabel Ramos (EENG) (EENG) 

Working Group External Representative.  

 Action: Scientific Events Report 

Aim: To foster the balance between the number of invited male and female speakers at the various academic 

events organized by the University 

Timeframe: (Annually) January 2018 - January 2019 

Responsible Units/Stakeholders: EQUAL-IST Representative Victor Barros, Isabel Ramos (EENG) (EENG) 

Working Group External Representative. 

 

7.3.7 Goal 7: To implement an effective communication policy that 
covers the various dimensions – teaching, research and 
management 

 Action: Gender sensitive language protocol 

Aim: To create a gender sensitive language protocol to be useful for researchers as well as students 

Timeframe: Initial Version – December 2017 and Final Version – June 2018 

Responsible Units/Stakeholders: EQUAL-IST Representative Victor Barros, Isabel Ramos (EENG) (EENG) 

Working Group and External Representative. 

 

7.3.8 Goal 8: To promote genderless description of study programs 
and dissemination materials 

 Action: Meeting with Communication, Information and Image 
Office 

Aim:  
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• To define a set of norms and guidelines for organizational communication that stimulates gender 

equality attitudes. 

• To establish a review process of marketing materials and other information produced for the general 

public with the aim at integrating the principles of gender equality adopted by the University 

Timeframe: 

• March 2018  

• March 2019 

Responsible Units/Stakeholders: EQUAL-IST Representative Victor Barros, Isabel Ramos (EENG) (EENG) 

Working Group, External Representative. 
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7.4 Action Plan Summary table 
The table below presents an overview of the Action Plan (Chapter 7.3) that UMINHO will implement to address the identified challenges. In particular, each row of the table 

presents the Main Area and its challenges. For every challenge it shows the relevant goals set (Goals), the actions that will take place to meet the challenge (Actions), details 

about their implementation (Actions Implementation) and the results of each action implementation in terms of outputs planned (Target Indicators). 

Main 

Area  
Challenges Goals ID Actions Action Implementation Target Indicators 

H
R

 M
an

ag
em

e
n

t 
P

ra
ct

ic
e

s 
an

d
 

P
ro

ce
ss

es
 

2.1.1 Gender Equality 

Reflexivity and Awareness at 

the University 

To achieve the periodic 

integration of 

considerations of diversity 

and gender equality in 

decision-making 

processes at all levels of 

University management, 

and in particular in the 

field of HR management 

(Goal 1) 

1 

To design, support and implement 

diagnosis to the situation of men and 

women in the institution 

• Diagnosis – From Students: 

bi-annually periodicity 

(October and May) 

• Diagnosis – From Researchers 

and Academic/nonacademic 

staff: annual periodicity 

(January) 

2 

To organize scientific and technical 

events specifically related to Gender 

Equality in academic contexts • Workshop: bi-annually 

periodicity (February and 

September) 
3 

To train top and middle managers in 

the application of informed and 

sensitive practices of Gender Equality 
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4 

To adopt information systems that 

support the monitoring of the GEP 

implementation 

• Meeting with rectory and 

Organics Units – from 

University; and Commission 

for Citizenship and Gender 

Equality (CIG) – from 

government, annual 

periodicity (November)  

• Workshop: bi-annually 

periodicity (February and 

September) 

• Percentage of both genders in the 

various organic units and in the various 

career positions. 

• Number of annual initiatives to develop 

infrastructures, processes and/or 

information systems aimed at providing 

support to a more balanced life of the 

University’s faculty, researchers and 

staff.  
• Percentage of faculty, students and 

middle managers that attend at least 

one annual event promoted to 

disseminate and discuss the Code of 

Conduct/University’s GEP/gender 

equality best practices. 

5 

To create of a book of life stories as a 

way of documenting the experiences 

of the various organizational 

protagonists regarding their successful 

approaches to overcome gender 

inequalities 

• Book of life stories with the 

experiences of the various 

organizational protagonists 

(September) 

2.1.2 Institutionalization 

of Gender Equality as a 

guiding principle of the 

University’s mission and 

strategy 

6 

To define, implement, and disseminate 

a Code of Conduct for diversity and 

gender equality. 

• Previous version of the code 

of conduct (December 2017) 

• Final version of the code of 

conduct (February 2017) 

• Measurement at balance 

scores at various levels of the 

University’ structures: annual 

periodicity (January) 
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2.1.3 Lack of physical 

structures and services to 

support Gender Equality 

practices and the 

Conciliation of Life Demands 

7 

To create infrastructures, processes 

and information systems for raising 

awareness and offering support to 

gender equality and diversity at all 

levels of academic activity, as well as 

maintaining the balance between 

professional and personal life 

• Meeting with Office for 

Inclusion: annual periodicity 

(November) 

• Meeting with Organic Units 

and Working Group: 

Quarterly periodicity 

(January, May, and 

September) 

• Measurement at balance 

scores at various levels of the 

University’ structures: annual 

periodicity (January) 

• Structural change to Office 

for Inclusion and Diversity: 

Undefined 

• The creation of a Commission 

for Gender Equality, made up 

of members of several 

Organic Subunits that 

accompany the GEP 

implementation at all stages: 

Undefined 
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Main 

Area  
Challenge Goal ID Action Action Implementation Target Indicator 

R
e

se
ar

ch
 D

es
ig

n
 &

 D
e

liv
er

y 

2.2.1 Recognize, 

encourage and fairly 

evaluate Projects / 

Publications on Gender 

Equality in the various 

teaching and research 

organic subunits 

To increase the recognition 

of Gender Equality Projects 

/ Publications in organic 

sub-units (Goal 2). 

1 

To promote projects and publications 

on gender equality, in all fields of 

science, with a special focus on IST 

• Meeting with Research 

Centers: annual periodicity 

(March) 

• Measurement at balance 

scores at various levels of the 

University’ structures: annual 

periodicity (January) 

• Growth rate of decisions that integrate 

gender equality concerns.  
• Growth rate of women speakers at 

academic events in the STEM areas.  
• Growth rate of gender-balanced 

research groups and projects.  

• Weight of research carried out on 

gender equality in the University's 

performance evaluation instruments.  
• Annual budget allocated to the support 

of researchers willing to participate in 

events of the EURAXES initiative. 

2 

To train participants / evaluators on 

the need for non-discrimination of 

specific research themes, including 

gender equality and diversity 

3 

To encourage the participation of 

male researchers in projects on 

gender equality issues 

 

2.2.2 Encouragement 

of Gender Diversity in 

Groups and Research 

Projects 

To achieve higher levels of 

Gender Parity in Research 

Groups and Projects (Goal 

3). 

1 

To promote gender-balanced project 

teams as a requirement for the 

University's endorsement of the 

submission of project applications. 
• Participation in the General 

Assembly of Research 

Centers: annual periodicity 

(April) 

• Workshop: bi-annually 

periodicity (February and 

September) 

2 

To promote seminars to analyze 

gender issues on science and their 

implications as well as to introduce of 

an explicit recommendation in this 

regard, by the directors of the 

research units 

3 

To ensure a balanced dissemination 

of research results achieved by 

female and male researchers. 



D3.2: Initial RPO-specific GEPs  

 122 | 161 

 

To promote the 

involvement with the 

EURAXEES initiative and 

network on gender 

equality and diversity (Goal 

4). 

1 

Support and value participation in 

events promoted by the EURAXEES 

initiative. 

• Meeting with Vice Dean for 

Research: annual periodicity 

(November) 

 

Main 

Area  
Challenge Goal ID Action Action Implementation Target Indicator 

Te
ac

h
in

g 
&

 S
tu

d
en

ts
’ S

e
rv

ic
e

s 

2.3.1 Gender 

inequality in Study 

Programs 

To achieve a greater 

gender balance in the 

various University’s study 

programs and in particular 

the STEM ones (Goal 5). 

1 

To carry out events of dissemination in 

secondary schools ensuring the gender 

neutrality of the language used and 

presenting success stories involving 

both genders. 

• Internal Event for High 

School Students: annual 

periodicity (July) 

• Visit to the secondary 

schools: annual periodicity 

(July) 

• Participation in the 

Government Project (CIG) 

“[Female] Engineers for 

one day" in the secondary 

schools (November 2017) 

• Percentage of students of both genders in 

the various study programs and in 

student leadership roles, with a particular 

focus on new students. 

• Growth rate of decisions that integrate 

gender equality concerns.  
• Number of study programmes that 

promote the interdisciplinary topics 

studied. 2 

To provide specific training for 

teaching staff on how to adopt a 

gender sensitive approach in the 

programs and dynamics they define 

for the courses for which they are 

responsible. 

• Workshop: bi-annually 

periodicity (February and 

September) 

 2.3.2 Gender 

inequalities in the labor 

market 

To engage faculty and 

students in the discussion 
1 

Provide seminars focusing on gender 

equality best practices adapted to the 

specific needs of faculty and students. 

• Workshop: bi-annually 

periodicity (February and 

September) 
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of gender equality 

practices (Goal 6). 

2 

To encourage the creation of Study 

Programs based on interdisciplinary 

approach combining STEM topics with 

topics in the social sciences and arts. 

• Meeting with Pedagogical 

Council and Programme 

directors (1st, 2nd and 3rd 

cycles): annual periodicity 

(March) 

3 

To create an observatory with 

publications/projects about gender 

equality and diversity to support 

gender mainstreaming in disciplinary 

areas as well as to promote 

partnerships and exchanges of 

experiences with researchers and 

teachers 

• Gender mainstreaming 

observatory 

4 

To foster the balance between the 

number of invited male and female 

speakers at the various academic 

events organized by the University. 

• Scientific Events Report: 

annual periodicity 

(January) 

 

Main 

Area  
Challenge Goal ID Action Action Implementation Target Indicator 

In
st

it
u

ti
o

n
al

 

C
o

m
m

u
n

i

ca
ti

o
n
 2.4.1 Lack of an 

effective communication 

policy covering the 

various dimensions of 

To implement an effective 

communication policy that 

covers the various 

dimensions – teaching, 

1 

To organize sessions and lectures to 

raise awareness about the importance 

of gender-sensitive communication 

(once a year) 

• Meeting with Research 

Centers: annual 

periodicity (March) 
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academic life (teaching, 

research and 

management) 

research and management 

(Goal 7). 

2 

To organize meetings for analysis of 

information materials and auscultation 

study programs’ directors, faculty and 

researchers about what can be 

improved in those materials. 

• Meeting with 

Pedagogical Council and 

course programme (1st, 

2nd and 3rd cycles): 

annual periodicity 

(March) 

• Percentage of news about male and female 

academic leadership roles (media, 

University’s website, other).  

• Number of study programmes that 

promote the interdisciplinary topics 

studied. 

• Decrease rate of gender biased marketing 

materials. 

3 

To create a gender sensitive language 

protocol to be useful for researchers as 

well as students. 

• Gender sensitive 

language protocol 

2.4.2 Lack of concern 

for language issues in the 

description of study 

programs and their 

dissemination in the 

media 

To promote genderless 

description of study 

programs and 

dissemination materials 

(Goal 8). 

1 

To define a set of norms and guidelines 

for organizational communication that 

stimulates gender equality attitudes. 
• Meeting with 

Communication, 

Information and Image 

Office: annual periodicity 

(March) 2 

To establish a review process of 

marketing materials and other 

information produced for the general 

public with the aim at integrating the 

principles of gender equality adopted 

by the University. 
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In addition, the table below shows the overall approximate resources needed by UMINHO to implement action.   
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Also, the following table groups all the actions that will be implemented per year until the end of the project. 

 2017 2018 2019 

FIRST QUARTER 

(JANUARY – MARCH) 

 

JANUARY 

• Diagnosis – From Academic/non-Academic  

• Measurement at balance scores  

• Meeting with Organic Units  

• Scientific Events Report 

JANUARY 

• Diagnosis – From Academic/non-Academic  

• Measurement at balance scores 

• Meeting with Organic Units  

• Scientific Events Report 

 

FEBRUARY 

• Workshop (1st) 

• Meeting with Rectory/Organic Units/CIG  

• Book of life stories – Collection of stories 

• Gender Mainstreaming Observatory – Platform 
Creation 

FEBRUARY 

• Workshop (3rd)  

• Meeting with Rectory/Organic Units/CIG 

 

MARCH 

• Meeting with Research Centers  

• Meeting with Pedagogical Council and Programme 

directors (1st, 2nd and 3rd cycles)  

• Meeting with Communication, Information and Image 

Office 

MARCH 

• Meeting with Research Centers  

• Meeting with Pedagogical Council and Programme 

directors (1st, 2nd and 3rd cycles) 

• Meeting with Communication, Information and 

Image Office 

SECOND QUARTER 

(APRIL – JUNE) 

 
APRIL 

• Participation in the General Assembly of Research 
Centers 

APRIL 

• Participation in the General Assembly of Research 
Centers 

 

MAY 

• Diagnosis – From Students  

• Meeting with Organic Units  

• Book of life stories – Previous version 

MAY 

• Diagnosis – From Students 

• Meeting with Organic Units  

 

JUN 

• Code of Conduct – Final Version  

• Gender Sensitive Language Protocol – Final Version 
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 2017 2018 2019 

THIRD QUARTER 

(JULY – SEPTEMBER) 

 

JULY 

• Internal Event for High School Students 

• Visit to the secondary schools 

 

 
AUGUST 

 
 

SEPTEMBER 

✓ Meeting with Organic Units 

SEPTEMBER 

• Meeting with Organic Units 

• Workshop (2nd)  

• Book of Life Stories – Final version 

 

FOURTH QUARTER 

(OCTOBER – 

DECEMBER) 

OCTOBER  

• Diagnosis – From Students 

OCTOBER  

• Diagnosis – From Students  

• Gender Mainstreaming Observatory – Platform 
Availability 

 

NOVEMBER 

• Meeting with Office for Inclusion  

• Meeting with Vice Dean for Research  

• Meeting with Commission for Citizenship and 
Gender Equality (CIG) 

• Meeting with Vice Dean for Research 

• Participation in the Government Project (CIG) 
“[Female] Engineers for one day" in the 
secondary schools 

NOVEMBER 

• Meeting with Office for Inclusion  

• Meeting with Vice Dean for Research  

• Meeting with Commission for Citizenship and Gender 
Equality (CIG)  

• Meeting with Vice Dean for Research 

 

DECEMBER 

• Code of Conduct – Previous version 

• Meeting with CIG  

• Gender Sensitive Language Protocol – Previous 

Version 

DECEMBER 

• Code of Conduct – Previous version 

• Meeting with CIG  
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8 KhNUE Gender Equality Plan  

8.1 Introduction 
This Gender Equality Plan (GEP) was developed for the Information Systems Department (IS) of the Simon 

Kuznets Kharkiv National University of Economics (KhNUE) in the frame of the EQUAL-IST project (“Gender 

Equality Plans for Information Sciences and Technology Research Institutions”). This plan was based on the 

National Gender equality regulation in Ukraine, results of personal interviews and internal gender audit, the 

ideas of crowdsourcing process supported by the CrowdEquality48  platform, discussions with the KhNUE 

Working Group members of the EQUAL-IST project, discussions at workshops and meetings with the other 

stakeholders involved in GEP implementation (namely, Head of University Trade Union Organization, Head of 

HR department, Dean of Economic Informatics Faculty, Head of Scientific and Research Department, Head of 

Educational Department, Head of Department of Marketing and Corporate Communication, Head of PhD 

department, Head of International Relations Department). The gender audit process and GEP were elaborated 

during the regular meetings of the Working Group members of the EQUAL-IST project from September 2016. 

The Gender equality plan is created by the joint efforts of both the researchers of the EQUAL-IST project and 

the working group of KhNUE. For Ukraine, this is a pilot gender project that is being implemented at the 

University, thus a lot of University’s staff do not have a developed "gender" concept. KhNUE doesn’t have an 

Equality Plan for the University. The Rector of the University issued an order where indicated the list of persons 

and departments who were recommended and were obliged to take part in the audit and to provide gender-

related data. For attracting staff and increasing awareness of the project in this order was mentioned: 

• Participation in workshops and personal interviews during the working hours. 

• Presentation of EQUAL-IST project and crowdsourcing platform at the meeting of the Academic Senate 

of the University. 

• Presentation of EQUAL-IST project and crowdsourcing platform at the meeting of the Information 

Systems Department. 

• Promotion through the personal contacts. 

• Promotion through the University's mailing list. 

• Promotion through the University's web-resources (web-site and Facebook)49. 

After the conduction of the internal gender audit, the Rector of the University issued an order with the list of 

persons and departments who were obliged to take part in the development of GEP. Leaders of the University 

and the members of the Working Group decided to develop a GEP for the Department of Information Systems 

which is part of the Economic Informatics Faculty, but some of the plan’s actions to be implemented at once 

at the University’s level. 

KhNUE internal gender audit and GEP development involved students of IS Department as well as academic 

staff-members and non-academic staff members of the University. First of all, available and possible gender-

disaggregated statistics at the National level, University level and the level of Department were collected. 

Secondly, National minireport was conducted. Thirdly, workshops with the students enrolled in the 

Information Systems study programme, workshops with academic staff-members, non-academic staff 

                                                           
48 https://www.crowdequality.eu 
49 http://www.hneu.edu.ua/articles/profile/2201  

https://www.crowdequality.eu/
http://www.hneu.edu.ua/articles/profile/2201
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members were carried out. Fourthly, interviews with decision-makers were organised. At the end, a focus 

group with academic and non-academic staff members took place. As a result of this activity, the Working 

Group was able to identify challenges and potential ideas to address them. These challenges and ideas were 

indicated on the CrowdEquality1 platform. 

Some ideas were first further extended, then reviewed and refined during March 2017 - July 2017 and at the 

end of the process they were ranked. The ideas were reviewed and continuously discussed during the regular 

meetings of the KhNUE Working Group members of the EQUAL-IST project for elaboration of Action plan.  

This Action plan was developed on the base of the selected ideas and discussed with all stakeholders according 

to the Rector’s order. Part of the plan connected with IS Department level was approved at the academic staff 

meeting. This Action plan was presented at the meeting of the Academic Senate of the University. After 

discussions, it was adopted and approved by the Rector. One of the features of the Action plan is that it 

includes an implementation of 5 principles of the European Charter for Researchers50. 

 

  

                                                           
50 https://euraxess.ec.europa.eu/jobs/charter/european-charter 

https://euraxess.ec.europa.eu/jobs/charter/european-charter
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8.2 Identified Challenges Related to Gender Equality and Diversity 
Unfortunately, gender equality isn`t taken seriously in the educational and scientific spheres as well as it is 

new for Ukraine as a whole. It causes a list of related problems as absence of interest of academic and teaching 

staff, low students motivation to take part at workshops, destructive contributions in open discussions on the 

gender equality topic caused by the high emotional background and not deeply analyzed professional and 

personal experience, lack of time by students, academic and teaching staff for additional activities and tasks, 

etc. Individual and group resistance to the gender change was observed, that makes the achievement of the 

gender equality on the University level more difficult. Individual resistance seems to be related to the feeling 

of ‘incapacity’ that is caused by a lack of resources such as gender knowledge and skills, time, financial 

resources, and power. Individual resistance is connected to the group resistance, which appears if the group 

does not provide actors with knowledge and capacity for performing the gender mainstreaming task. Group 

resistance exists when the group does not provide actors with knowledge and capacity for performing the 

gender mainstreaming tasks as well as because transformation of gender relations is considered to be 

‘feminist’ and thus excessively based on ideological and emotional rather than rational, scientific, or legal 

arguments. According to the results of workshops and personal interviews organized in the University, there 

are some challenges to work on. 

 

8.2.1 Challenge 1 “Work-life balance” problem and lack of facilities 
for the balance support  

Main area: HR & Management practices 

Sub-area: Work Life Balance 

Challenge description: 

Misbalance between work and life activities among students, academic and administrative staff is one of the 

most important challenges that influence gender inequality at the University. Institution provides two shifts 

for students and faculties with classes on the evening that enable to pay attention to their families: unsuitable 

work schedule and lot difficulties to combine work/study and childcare often make staff to work part-time 

or to change the workplace. The University isn't providing any services for students who became parents as 

far as for staff: in fact, after the birth of a child such students are forced to leave the University or to transfer 

to the faculty of correspondence education. One of the positive steps realized by KhNUE was to affirm the 

Concept of the University development that declares the principles of gender equality for staff and students. 

But it is still not enough to achieve work-life balance and make staff and students feel their needs are taken 

care of. That could be done with the help of trainings on gender equality and non-discrimination, creation of 

the Gender Committee and children's room, development and implementation of the "Family Friendly 

University» concept. It seems to be a good way to create opportunity for staff and student to connect carrier 

/ education and family responsibilities.  

 

8.2.2 Challenge 2: “Glass ceiling” problem (vertical segregation)  
Main area: HR & Management practices 
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Sub-area: Gender Segregation 

Challenge description: 

Vertical segregation is a consequence of the multifactorial influence on the decision-making process made 

on all levels of the institutional hierarchy. There are some reasons that cause gender inequality in educational 

and scientific spheres: low salaries at the operational level of management; traditional gender stereotypes 

related to the opinion that women choose to and are more effective to work on the operational management 

level and men – at the top management level; parental family tradition in Ukraine causes that women have 

a several years gap in the career after the birth of a child; the traditional administrative approach to 

management when the chiefs of departments are appointed by higher management and not selected by the 

team. Possible ways to find the solution could be presented by the actions focused to organize special training 

on gender issues for staff and students or create a Committee that will take preventive measures.  

 

8.2.3 Challenge 3: Concentration of female staff in certain women's 
sectors of employment (horizontal segregation) 

Main area: HR & Management practices 

Sub-area: Gender Segregation 

Challenge description: 

Some fields of activities stay traditionally female or male, it depends on the level of income, full or part-time 

shift of work and image. In Ukraine, the level of economic activity differs significantly among women and 

men and is 56.1% and 69.3%, respectively. The results of the research conducted in Ukraine by the 

International Personnel Portal Headhunter, testify to horizontal and vertical gender segregation of demand 

in the labor market. According to the data, men are assigned to such professional spheres as security (4% of 

women), installation and service (5%), automobile business (9%), raw material extraction (9%), working 

personnel (15%), information technologies 16%). The vacancies in such spheres as production (21%), top 

management (24%), transport and logistics (24%), construction and real estate (25%) are also in low demand 

among women. At the same time, women are traditionally assigned to the "women’s" spheres of work, such 

as administration (19% of men), personnel management and training (23%), science and education (25%), 

accounting (27%), enterprise finances (27%). It can be concluded that there are still disappointing trends: 

more profitable spheres of activity and higher positions with more influence on the decision-making process 

are assigned to men; women are more likely to work in low-income areas. The same situation is to observe 

in the University: cleaning services (for example) are providing mostly by women, IT-services – by men.  

 

8.2.4 Challenge 4: Lack of gender equality machineries  
Main area: HR & Management practices 

Sub-area: Gender Equality Machineries 

Challenge description:  

Low interest for the gender-sensitive questions and achievement of gender equality in different spheres and 

at all levels of the University is one of the most important barriers to develop and implement effective gender 
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equality machineries. Lack of knowledge and skills is the second point that influences negatively the 

adaptation of the best world and Ukrainian practices in the field of gender equality at the University. Some 

instruments like the non-permanent commission responsible for tackle gender inequalities or the Collective 

Agreement with approved basic gender equality’s norms form the fundament for further steps. But the high 

personal and group resistance observed by interviews and workshops shows a wide field for the deep work 

aimed to fight with gender stereotypes and make numerous inequalities in educational and scientific fields 

more visible. The development and implementation of Gender Equality Machineries could be provided by 

Commission on Gender Equality Issues, but the main task is not only to pass the administrative procedure, 

but also to ensure its functioning with specific skills, budget and tasks.  
 

8.2.5 Challenge 5: Gender issue is not in focus in decision-making 
process 

Main area: HR & Management practices 

Sub-area: Gender Disaggregated Data and Monitoring 

Challenge description: 

Lack of financial resources at the University and lack of motivation to implement gender-related initiatives 

are two important reasons why at the University still doesn’t exist any permanent body for the settlement of 

disputes on gender inequality and internal expertise on gender issues. There were made first positive steps 

in this direction, including the launch of Gender Educational Center that was working 6 months and the 

creation of a non-permanent commission responsible for tackle gender inequalities, which consists of Rector, 

Vice Rector, Head of HR Department and Head of University Labor Union and which work is regulated by the 

Collective Agreement. But it’s not enough to form the basis to achieve gender equality on the departments 

and University’s level. According to the results of interviews and workshops, the most supported actions are 

presented by the implementation of the concept of "Family Friendly University" and protection of rights and 

interests of faculty members and students on gender equality. Broad educational and enlightenment 

activities as well as selected courses on gender issues for students seems to be a good fundament to aim at 

gender balance in the composition of student groups, management and teaching staff.  

 

8.2.6 Challenge 6: Lack of gender culture and awareness about 
gender equality issues  

Main area: Teaching and students’ services 

Sub-area: Integration of gender issues into teaching 

Challenge description: 

The norms and working methods that exist today have been created in an unequal society, and if we behave 

in the same way as until now, gender inequality will be maintained. The results of workshops and personal 

interviews with students as well as with members of administrative, teaching and researching staff have shown 

that KhNUE has been able to identify examples of positive work experience and research aimed at promoting 

gender equality. Very popular was the opinion among respondents that the University has more pressing 

problems that require urgent solutions as well as resources. But was still no clear understanding of the main 
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gender concepts among the management and staff, as well as the differences between the measures aimed 

at supporting women and the concept of "Gender and Organizational Development". In addition, the 

workshops found that, although the use of the gender approach at various stages of development, 

implementation, monitoring and evaluation in general has intensified, this practice has not yet become 

permanent at the University. As a result, the teaching materials provided by the University differed significantly 

in quality, and the work of staff was often "gender blind".  

 

8.2.7 Challenge 7: Gender imbalance among students of computer 
sciences and economy sciences 

Main area: Teaching and students’ services 

Sub-area: Contrasting gender segregation in studies choices 

Challenge description: 

Students groups at the IT faculty are mostly gender balanced, but it is still to observe in comparison with other 

faculties that girls prefer to study humanitarian disciplines and boys are mainly involved in studying 

programming and data mining. It could be assumed that it is caused by existing traditional gender stereotypes 

which postulate that girls are not so good in exact science and boys should earn more money. Interesting, that 

female and male students do not feel a problem in low share of girls at computer sciences and boys at economy 

sciences. This situation is suiting also members of teaching and academic staff which see no opportunities and 

instruments to change this situation. Proposed actions include organization of broad outreach campaign and 

special trainings aimed to raise the awareness of gender equality’s principles, regular participation of students 

and staff members in the project “Girls in STEM”, providing of flexible schedule for young parents and creation 

of Gender Educational Centre.  

8.2.8 Challenge 8: Gender insensitive communications  
Main area: Teaching and students’ services 

Sub-area: Contrasting gender segregation in studies choices 

Challenge description: 

Students, academic and teaching staff of the University don’t see the importance of the integration of the 

gender sensitive language in teaching and informational materials as well as in research and internal 

administrative documents. The first reason is that according to the Ukrainian legislation, the title of the post 

can only be in the male name and implementation of the gender sensitive language is rather a voluntary 

initiative of employees or institution. Secondly, employees of KhNUE haven’t wish and effective instruments 

to change the internal policy, their low motivation is caused by a lot of additional work made for free on 

departments level and strict vertical hierarchy. The third reason is hiding in the wider range of gender 

stereotypes which postulate for example that “women should be at home and raise children” and “male job 

titles are causing more respect”. These difficulties are also related to the lack of traditions of applying a gender 

sensitive language in Ukrainian society and in other institutions. The problem of gender-sensitive language 

was debated internally after the workshops on gender issues, but gender-sensitive language adaptation is still 

at the start phase because of the high resistance of members of the administrative staff. Possible instruments 

to solve this problem could be the following: start of the regular gender analysis of textbooks especially in 
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humanitarian disciplines, trainings for employees on the gender sensitive communications, providing of 

creative informative campaigns, organization of interesting lectures with integrated gender equality 

information blocks and interactive workshops. 

8.3 Action Plan to Address the Identified Challenges 

8.3.1 Goal 1 - Improve work-life balance of staff and students 

 Action 1. Implement provisions for ensuring priority when 
drawing up the schedule of classes for academic staff having young children, 
children with disabilities, large families, for pregnant women  

The University provides two shifts and this significantly affects the work-life balance of academic staff who 

have small children. They have no opportunity to pay attention to their families. Public kindergartens usually 

work from 8:00 am to 5:00 pm, public schools from 8:00 or 9:00 to 4:00 pm. The first shift at the University 

begins at 8:30 am, classes on the second shift last until 7:30 pm and rarely until 9:00 pm. Thus, for those who 

have classes in the first shift, it is difficult to take children to kindergartens and schools. And for those who 

work in the second shift it is impossible to pick up their children from kindergarten /school. This is the 

most burning issue for those families in which both husband and wife are academic staff of the University. To 

solve this problem it is necessary to allow academic staff having young children, children with disabilities, large 

families, for pregnant women to have priority when drawing up the schedule of classes. The provision of such 

a priority should be recorded in the normative document of the University – ‘Regulation on Drawing up the 

Schedule of Classes at S. Kuznets KhNUE’. In addition, it is necessary to develop a mechanism for ensuring such 

a priority. 

Timeframe: М16-М19 

Allocated resources: This action will be conducted by the Educational Department and EQUAL-IST team. It may 

be necessary to involve a lawyer or an external expert for consultations. 

Responsible Units/Stakeholders/Persons: Educational Department, EQUAL-IST team. 

 Action 2. Carry out research on determining the need and 
resources for opening a children's room on campus 

In order to understand whether there are needs to open children's room on campus the Trade Union 

Committee and EQUAL-IST team will conduct a survey at University level. The main issues to be addressed by 

the survey are:  

• the opinion of employees and students about the need to open children's room on campus, 

• the number of children who intend to visit the room and their age, 

• wishes for the time of work of the room, 

• wishes for the organization of children's activities: playroom, hobby and  creative activities groups, 

special-interest clubs etc. 

Besides, in the frame of this activity it is planned to conduct series of meetings of the administration, the Trade 

Union Committee and the lawyer in order to discuss the organizational and legal aspects as well as resource 

abilities for opening the room. 

http://context.reverso.net/%D0%BF%D0%B5%D1%80%D0%B5%D0%B2%D0%BE%D0%B4/%D0%B0%D0%BD%D0%B3%D0%BB%D0%B8%D0%B9%D1%81%D0%BA%D0%B8%D0%B9-%D1%80%D1%83%D1%81%D1%81%D0%BA%D0%B8%D0%B9/burning+issue
http://context.reverso.net/%D0%BF%D0%B5%D1%80%D0%B5%D0%B2%D0%BE%D0%B4/%D0%B0%D0%BD%D0%B3%D0%BB%D0%B8%D0%B9%D1%81%D0%BA%D0%B8%D0%B9-%D1%80%D1%83%D1%81%D1%81%D0%BA%D0%B8%D0%B9/children+with+disabilities
http://context.reverso.net/%D0%BF%D0%B5%D1%80%D0%B5%D0%B2%D0%BE%D0%B4/%D0%B0%D0%BD%D0%B3%D0%BB%D0%B8%D0%B9%D1%81%D0%BA%D0%B8%D0%B9-%D1%80%D1%83%D1%81%D1%81%D0%BA%D0%B8%D0%B9/traditional+creative+activities
http://context.reverso.net/%D0%BF%D0%B5%D1%80%D0%B5%D0%B2%D0%BE%D0%B4/%D0%B0%D0%BD%D0%B3%D0%BB%D0%B8%D0%B9%D1%81%D0%BA%D0%B8%D0%B9-%D1%80%D1%83%D1%81%D1%81%D0%BA%D0%B8%D0%B9/crafts+and+other+special-interest
http://context.reverso.net/%D0%BF%D0%B5%D1%80%D0%B5%D0%B2%D0%BE%D0%B4/%D0%B0%D0%BD%D0%B3%D0%BB%D0%B8%D0%B9%D1%81%D0%BA%D0%B8%D0%B9-%D1%80%D1%83%D1%81%D1%81%D0%BA%D0%B8%D0%B9/resource+abilities
http://context.reverso.net/%D0%BF%D0%B5%D1%80%D0%B5%D0%B2%D0%BE%D0%B4/%D0%B0%D0%BD%D0%B3%D0%BB%D0%B8%D0%B9%D1%81%D0%BA%D0%B8%D0%B9-%D1%80%D1%83%D1%81%D1%81%D0%BA%D0%B8%D0%B9/resource+abilities
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Timeframe: М16-М19 

Allocated resources: This action will be conducted by the Trade Union Committee and EQUAL-IST team.   

Responsible Units/Stakeholders/Persons: Trade Union Committee, EQUAL-IST team. 

 Action 3. Implement provisions for ensuring teleworking for 
academic staff having young children, children with disabilities, large families, 
for pregnant women 

Some academic staff members work at two shifts, have regular classes on Saturday and from time to time - 

classes for correspondent (extramural) students on Sunday. The first shift starts at 8:30 am, classes on the 

second shift last until 9:00 pm. Surely, it affects negative at “Work-life” balance of academic staff, especially 

for those who have young children and of those who work at the second shift. To solve this problem, it is 

necessary to allow academic staff to perform part of their work remotely. To such kind of work belong 

methodical and scientific activities, for example writing of papers, methodical and teaching materials, 

textbooks, preparation of presentations for the classes etc. 

For non-academic staff, flexible hours and teleworking mode is impossible according to Ukrainian legislation. 

In order to provide such possibility, it is necessary to make changes in normative documents of the University 

and to develop a mechanism for ensuring possibility of teleworking. 

Besides, this action requires changes to the Collective Agreement of University Administration and Trade 

Union Committee, which is a legal act that regulates social and labor relations in the University.  

Timeframe: М16-М19 

Allocated resources: This action will be conducted by the Trade Union Committee and EQUAL-IST team. It may 

be necessary to involve a lawyer or an external expert for consultations. 

Responsible Units/Stakeholders/Persons: Trade Union Committee, and EQUAL-IST team. 

 Action 4. Promote a culture of equal family responsibilities 
among students and staff 

The gendered division of labour continues to reflect traditional gender roles perceiving women as caregivers 

and men as breadwinners. The need for facilitating a balance between work and family life as a means to 

overcome women’s persistently disadvantaged position in the labour market as a result of having to choose 

between full paid employment and childcare responsibilities. Despite increasing female labour force 

participation around the world, women continue to shoulder a disproportionate share of family responsibilities 

resulting in a double burden. According to this, there is a need to promote a culture of equality among students 

and staff. Ways to promote such culture are organizing and conducting trainings and round tables. Such 

activities are necessary to discuss issues about balance between work and family through the provision of 

affordable and qualitative child minding and family friendly policies would establish a win-win situation for 

women and men with considerable gains for society and the economy. To organize trainings and round tables 

it is necessary to create a project team that will take responsibility for scheduling events, attracting students 

and staff. In addition, to conduct trainings and round tables it is necessary to involve external experts and 

psychologists. We can shape a culture of equal family responsibilities and change the perceptions of paid 

employment and unpaid domestic work and the value that society attributes to them only through discussion. 



D3.2: Initial RPO-specific GEPs  

 139 | 161 

 

Timeframe: М17-М36 

Allocated resources: This action will be conducted by the project team (EQUAL-IST team). External experts 

(optional) and Psychologist will be involved in these activities. Premises are needed to conduct trainings and 

round tables.    

Responsible Units/Stakeholders/Persons: EQUAL-IST team, Psychologist.  

 Action 5. Create and support section on the University website 
(and / or Intranet) with information on gender equality issues, work-life balance 
rights, provisions and regulations 

Within the framework of this action, a section on gender equality will be added on the University’s website. 

The content of this section will include: 

• KhNUE GEP, 

• information on leaves and work flexibility regulations, 

• recruitment and career advancement procedures and the selection criteria, 

• basic gender equality terminology, 

• regular reports on gender disaggregated statistics,  

• useful materials for academic staff on how to avoid gender discrimination at teaching materials (for 

instance, the special matrix for anti-discrimination expertise of teaching materials), 

• online form for appeals  students and staff to the University Commission on Gender Issues, 

• promotion and awareness raising materials on gender equality, 

• etc. 

EQUAL-IST team will be responsible for keep updated this section of the website. 

Timeframe: М16-М36 

Allocated resources: This action will be conducted by the EQUAL-IST team. Also, two departments will be 

involved in this action:  ICT Department as it is responsible for the technical support of the site and Marketing 

and Corporate Communication Department as it is responsible for the content of the University’s site. 

Responsible Units/Stakeholders/Persons:  EQUAL-IST team, ICT Department, Marketing and Corporate 

Communication Department. 

 

8.3.2 Goal 2 - Encourage the achievement of gender equality 
(vertical principle) through information and awareness raising 
activities 

 Action 6. Conduct seminars and round tables on gender 
equality for administrative staff 

Conducting seminars and round tables on gender equality for administrative staff is a key activity related to 

the shaping of a culture of gender equality. First of all, senior management, leadership posts and HR-senior 

have to publicly support the principle of gender equality in/for the University. Besides, they have to make 

http://context.reverso.net/%D0%BF%D0%B5%D1%80%D0%B5%D0%B2%D0%BE%D0%B4/%D0%B0%D0%BD%D0%B3%D0%BB%D0%B8%D0%B9%D1%81%D0%BA%D0%B8%D0%B9-%D1%80%D1%83%D1%81%D1%81%D0%BA%D0%B8%D0%B9/appeals+by+citizens
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available sufficient financial and human resources to implement the gender equality policy at the University. 

Decision makers have to be responsible for approving the relevant documentation, procedures and activities 

supporting structural change towards gender equality at the University. 

According to this, the main goal of conducting information and awareness raising activities among 

administrative staff is to increase their accountable for delivering gender equality results, and for creating and 

maintaining workplaces where women and men have equal opportunities. 

In the framework of such events, it is necessary to familiarize of the administrative staff with gender statistics 

and discuss issues related to the gender imbalance at the University. An important component is the 

conducting of seminars on gender equality in recruitment procedures. It gives us the opportunity to avoid 

gender vertical and horizontal segregation in order to make recruitment and career progression. It is important 

to involve authoritative external experts to conduct seminars and round tables on gender equality for 

administrative staff. Similar activities will ensure gender balance in decision-making processes and bodies. 

Timeframe: М16-М36 

Allocated resources: This action will be conducted by the project team (EQUAL-IST team). External experts will 

be involved in these activities. Premises are needed to conduct trainings and round tables.    

Responsible Units/Stakeholders/Persons: EQUAL-IST team, Deputy Rector for organizational and educational 

work 

 Action 7. Make recruitment procedures and selection criteria 
transparent  

In order to make recruitment procedures and selection criteria transparent, the relevant information will be 

posted on the University's website in the section dedicated to gender equality. This information includes: 

• recruitment and career advancement procedures,  

• selection criteria. 

It will help to avoid gender bias and gender vertical segregation and will support career progression of both 

men and women.  

HR department will be responsible or preparing relevant information for publication.  

Timeframe: М28-М36 

Allocated resources: HR department. In this action will be also involved:  ICT Department as it is responsible 

for the technical support of the site; Marketing and Corporate Communication Department as it is responsible 

for the content of the University’s site; EQUAL-IST team as it is responsible for keep updated ‘Gender Equality’ 

section on the website. 

Responsible Units/Stakeholders/Persons: HR department, EQUAL-IST team. 
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8.3.3 Goal 3 - Encourage the achievement of gender equality 
(horizontal principle) through information and awareness raising 
activities 

 Action 8. Conduct information and awareness raising activities 
on gender equality issues for staff  

Ordinary staff should be not indifferent to the problems of gender equality and urge management to 

implement gender principles at the University. To do this, it is necessary to plan and conduct a series of 

awareness-raising activities aimed at explaining that gender equality is rooted in human rights, is increasingly 

recognized both as an essential development. It is important to involve external experts and the administrative 

staff for conducting information and educational activities for the University staff. As such events, training, 

round tables, sections on gender equality in scientific conferences will be held. Having a clear overview of the 

gender-mainstreaming cycle will help staff understand, in general terms, the steps to develop a gender culture 

at the University.  Such information and awareness raising activities will be fostering equality in scientific 

careers and strengthened in the gender dimension in research programs. 

Timeframe: М16-М36 

Allocated resources: This action will be conducted by the project team (EQUAL-IST team). External experts and 

Deputy Rector for organizational and educational work will be involved in these activities. Premises are needed 

to conduct trainings and round tables.    

Responsible Units/Stakeholders/Persons: EQUAL-IST team, Deputy Rector for Organizational and Educational 

Work. 

8.3.4 Goal 4 - Ensure sustainability of GEP’s actions by 
establishing gender equality machineries 

 Action 9. Establish a Commission on Gender Equality Issues and 
develop mechanisms for its functioning   

In the frame of this action it is planned to:  

• establish a Commission on Gender Issues at the University, 

• determine functions and develop mechanisms of the Commission’s functioning,  

• develop an online form on the University's website  for appeals  students and staff to the Commission 

(including anonymous appeals).  

Timeframe: М16-М19 

Allocated resources: This action will be conducted by the Trade Union Committee with support of EQUAL-IST 

team and lawyer. At least three persons of the University’s staff will be involved as members of the 

Commission.  

 Responsible Units/Stakeholders/Persons: Trade Union Committee, EQUAL-IST team. 

 

http://context.reverso.net/%D0%BF%D0%B5%D1%80%D0%B5%D0%B2%D0%BE%D0%B4/%D0%B0%D0%BD%D0%B3%D0%BB%D0%B8%D0%B9%D1%81%D0%BA%D0%B8%D0%B9-%D1%80%D1%83%D1%81%D1%81%D0%BA%D0%B8%D0%B9/activities
http://context.reverso.net/%D0%BF%D0%B5%D1%80%D0%B5%D0%B2%D0%BE%D0%B4/%D0%B0%D0%BD%D0%B3%D0%BB%D0%B8%D0%B9%D1%81%D0%BA%D0%B8%D0%B9-%D1%80%D1%83%D1%81%D1%81%D0%BA%D0%B8%D0%B9/appeals+by+citizens
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8.3.5 Goal 5: Ensure sustainability of GEP’s actions by 
including gender equality goals and measures in the University 
strategic documents 

 Action 10. Ensure the support of certain provisions of European 
Charter for Researchers by University staff 

The European Charter for Researchers promoted by the Euraxess network is a set of general principles and 

requirements which specifies the roles, responsibilities, and entitlements of researchers as well as of 

employers of researchers. The European Commission understood that Europe’s competitiveness is strongly 

related to developments in research and the knowledge economy and therefore introduced recommendations 

for member states of the European Union. Ukraine is not a member of EU. KhNUE’s mission mentioned in the 

Strategic Plan describes that our University has the same values: formation of a creative, fully developed 

personality, a real professional for scientific and practical work in the field of socio-economic activity in order 

to improve the level and people’s life quality and the development of society. But these require detailing in 

order it corresponds to European Charter for Researchers according to the actions that are planned in GEP. 

Changes to the Collective Agreement and Code of professional ethics and organizational culture for workers 

and students are made through an open vote at a meeting of the workforce, which is held twice a year (usually 

in August and in February). Charter will be posted on the University website indicating the contacts of 

responsible people for an acquaintance. After the internal discussion of the principles of Charter with 

University’s management and Faculty Senate certain principles will be chosen for discussion at a meeting of 

the workforce and in case of successful voting - will be fixed in the Collective Agreement and Code of 

Professional Ethics and Organizational Culture for Workers and Students. 

Timeframe: М16-М24 

Allocated resources: This action will be conducted by the Trade Union Committee and Deputy Rector for 

organizational and educational work. University’s management and academic staff and EQUAL-IST team will 

be involved in the discussion. As meeting of the workforce are organized regularly, no additional resources to 

conduct voting are required.  

 Responsible Units/Stakeholders/Persons: Trade Union Committee, Deputy Rector for organizational and 

educational work, EQUAL-IST team. 

  Action 11. Propose and implement changes to existing 
Collective Agreement of University Administration and Trade Union Committee 
in order to insure the implementation of GEP 

Collective Agreement of University Administration and Trade Union Committee is one of the University 

strategic documents. Collective agreement is a legal act that regulates social and labor relations in the 

University. It was concluded by the employer and Trade Union of workers. According to this Agreement the 

University is obliged to install the principle of gender equality and to prohibit discrimination on grounds of sex, 

to establish legal protection of women’s rights on an equal basis with men, to provide measures to prevent 

cases of sexual harassment, to give men and women the opportunity to combine employment with family 

responsibilities etc. Despite the presence of such paragraphs in the Collective Agreement, the Agreement still 

requires changes and improvements in order it corresponds to the actions that are planned in GEP. Changes 
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to the Collective Agreement are made through an open vote at a meeting of the workforce, which is held twice 

a year (usually in August and in February). During the first year of GEP’s implementation it is planned to discuss 

to University’s administration and to fix in the Collective Agreement the point about the possibility of 

teleworking for academic staff having young children, large families, for pregnant women.  

Timeframe: М18-М36 

Allocated resources: This action will be conducted by the Head of Trade Union Committee. University’s 

administration and EQUAL-IST team will be involved in discussion. As meeting of the workforce are organized 

regularly, no additional resources to conduct voting are required.   

Responsible Units/Stakeholders/Persons: Trade Union Committee. 

8.3.6 Goal 6: Make decision-making bodies informed and 
committed to the principles of gender equality 

 Action 12. Collect, analyse and publish gender disaggregated 
statistics of the University   

Now the collection and analysis of statistics on gender issues is done manually, since these tasks did not stand 

before the University employees. However, almost all the necessary information for the formation of these 

reports is already available in the University’s database. 

These reports should be made both for students and for University staff. 

Reports on students should include the next information: number of graduated students (bachelor, master 

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

students, dropout percentages disaggregated by gender and specialties. 

Reports on University staff should include information by: positions at all levels, 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, seniority in the position, age, salary disaggregated by gender and 

type of workers.  

So, the first task is to improve the current database, this will allow to generate reports with the dynamics of 

the state of gender issues; as well as developing requests to generate the necessary reports automatically. 

After this, regular reports on gender statistics will be formed by the HR department staff. Data from these 

reports will be published on the University's website, included in regular reports of the rector, included in the 

future GEPs and can be the basis for decision making. 

Timeframe: М16-М36 

Allocated resources: This action will be conducted by the Head of HR Department. EQUAL-IST team and ICT 

Department will take part in creating reports.  

Responsible Units/Stakeholders/Persons: EQUAL-IST team, ICT Department, HR Department 
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8.3.7 Goal 7: Raise awareness about gender equality issues, 
develop gender culture of academic staff and students 

 Action 13. Conduct information and awareness raising 
activities on gender equality issues for students and academic staff 

Higher education institutions have a major responsibility in instructing their students. This includes raising 

their awareness regarding gender-relevant issues in all disciplines and subject areas. In addition, they also 

need to be encouraged and taught to integrate and apply a gender perspective to their research. Students 

may become teachers or researchers themselves. Raising students’ awareness and sensitivity about gender 

equality contributes to changing attitudes and behaviours in other spheres of their lives. Staff with research 

and/or teaching responsibilities can have a ground-breaking role in changing the way disciplines are taught 

and the way research is done. Integrating a gender dimension in research and innovation content and in 

teaching opens new horizons and creates new knowledge. Considering a gender dimension in research can 

have a positive and powerful impact on society and on improving people’s lives. 

Conducting information and awareness raising activities on gender equality issues among students and 

academic staff will include such activities: trainings and round tables, scientific conferences within which to 

discuss issues of gender equality, visits to Gender Museum.  Particularly important is the involvement students 

and academic staff in joint scientific work on preparing scientific papers and thesis on gender-oriented 

problematic. 

Timeframe: М16-М36 
Allocated resources: This action will be conducted by the project team (EQUAL-IST team). Youth Organization, 

Deputy Rector for Organizational and Educational Work as well as external organizations that work in the 

sphere of no formal gender education (such as Centre of Gender Culture, Gender Museum, All-Ukrainian 

Network of Gender Centres etc.) will be involved in these activities. Premises are needed to conduct trainings 

and round tables.    

Responsible Units/Stakeholders/Persons: EQUAL-IST team, Youth Organization, Deputy Rector for 

Organizational and Educational Work. 

  Action 14. Develop and disseminate printed and electronic 
awareness raising materials on gender equality 

Printed and electronic informational materials on gender equality are an effective tool to raise the awareness 

about gender equality issues and support the development of gender culture at the University. Those materials 

could be disseminated among students, academic, teaching and administrative staff and contain actual 

information about women and men rate at different positions, some anti-discrimination tools and positive 

examples of Ukrainian and foreign universities achieved gender equality and overcome vertical and horizontal 

gender segregation. This action was proposed by the Head of University`s Youth Organization and supported 

by the representatives of students’ community during the workshops on gender equality topic. Students have 

underlined that modern attractive leaflets are the best instrument to be read by the youth audience to become 

new information and to form the basis for personal point of view on gender equality`s problem. Those printed 

materials about gender equality as well as posts and articles on the web-site and in social media linked with 

the University`s account could support the integration of gender instruments into teaching and the raising of 

gender culture and tolerance in the teachers, researchers and students’ communities.  

http://context.reverso.net/%D0%BF%D0%B5%D1%80%D0%B5%D0%B2%D0%BE%D0%B4/%D0%B0%D0%BD%D0%B3%D0%BB%D0%B8%D0%B9%D1%81%D0%BA%D0%B8%D0%B9-%D1%80%D1%83%D1%81%D1%81%D0%BA%D0%B8%D0%B9/activities
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Timeframe: M16-M36 

Allocated resources: This action will be conducted by the Youth Organization by the permanent consultations 

with an EQUAL-IST team. The cost of printing will be covered by EQUAL-IST project funds. Youth Organization 

will help to disseminate printed materials among students. Trade Union Committee will disseminate printed 

materials among staff. 

Responsible Units/Stakeholders/Persons: EQUAL-IST team, Youth Organization, Trade Union Committee. 

8.3.8 Goal 8: Adopt a gender approach in specific teaching 
material 

 Action 15. Perform pilot anti-discriminatory expert assessment 
of teaching materials  

Anti-discriminatory expert assessment of teaching materials has never held at KhNUE. In the frame of this 

action anti-discrimination expert will prepare a special matrix focusing on gender sensitive language to 

conduct anti-discrimination expertise of teaching materials. Academic staff of Information System Department 

during a meeting will choose 5 units of teaching materials for pilot anti-discrimination expertise and will 

approve the special matrix. The expert will prepare expert conclusion (the required time for this work is 

approximately 8 weeks) for each unit of teaching materials and one general conclusion. The general conclusion 

will be published at the University’s website and transferred to the Methodological Department. Each author 

will receive expert conclusion. If changes are required, the author is obliged to do so. Authors will have 2 

months for this work. After meeting the requirements, anti-discrimination expert together with a 

representative of Methodological Department will review these 5 units of teaching materials and will prepare 

a Special Opinion about changes in these teaching materials. The Special Opinion will be presented at the 

meeting of the Information System Department.  

It is planned to carry out expert screening of 5 units of teaching materials per year: 5 units at the 1st iteration 

of GEP implementation and 5 units at the 2nd iteration. 

Timeframe: М16-М36 

Allocated resources: This action will be conducted by the anti-discrimination expert who is a member of 

EQUAL-IST team. Methodological Department and academic staff of IS Department will be involved in the 

process.  Besides, useful materials for academic staff on how to avoid gender discrimination at teaching 

materials will be allocated on University’s website. 

Responsible Units/Stakeholders/Persons: EQUAL-IST team, Methodological Department. 

8.3.9 Goal 9: Improve gender balance among students of 
computer and economy sciences 

 Action 16. Conduct awareness raising events to spread 
information about women in IT industry and women's career opportunities in IT  

In the frame of this action it is planned to conduct number of events and activities aimed at creating a positive 

image of women in IT sphere and promoting women's career opportunities in IT, such as: 

http://context.reverso.net/%D0%BF%D0%B5%D1%80%D0%B5%D0%B2%D0%BE%D0%B4/%D0%B0%D0%BD%D0%B3%D0%BB%D0%B8%D0%B9%D1%81%D0%BA%D0%B8%D0%B9-%D1%80%D1%83%D1%81%D1%81%D0%BA%D0%B8%D0%B9/expert+assessment
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• to prepare and post at the Faculty of Economic Informatics posters / information stands about famous 

women in IT, 

• to organize a series of meetings of students with successful women leaders in IT,  

• to participate in the project "Girls in STEM", 

• to invite female alumnae who have made a successful career in IT as guest lecturers,  

• to promote women's career opportunities in the ICT field at Career Days, Open Days and other 

University’s events. 

Timeframe: М16-М36 
Allocated resources: In order to ensure the participation in this action of women leaders in IT, Kharkiv IT Cluster 

and IT Association of Ukraine as well as local IT companies and alumnae will be involved in this activity. All 

guest lecturers will work on a voluntary basis, so no financial resources to conduct meetings are required.   

The cost of posters printing will be covered by EQUAL-IST project funds. 

As Career Days and Open Days are organized regularly by the University, no additional resources to conduct 

these events are required. Department of Student Employment and Interaction with Business and Department 

of Youth Policy and Social Development are responsible for organizing Career Days, Open Days and other 

events at University level. 

EQUAL-IST team and academic staff of IS Department will organize activities at IS Department level. 

Responsible Units/Stakeholders/Persons: EQUAL-IST team, IS Department. 

 Action 17. Establish special nominations for women / female 
teams in existing IT championships and competitions 

Information Systems Department regularly organizes IT championships, IT competitions, summer schools for 

students who are learning IT specialties and for schoolchildren who are interested in IT such as: Open 

Championship of Kharkiv in Sports Programming, All-Ukrainian Student Contest in Programming, Summer 

School in programming for schoolchildren etc. Male participants traditionally prevail at such events. In order 

to attract female students to IT specialties and to create a positive image of women in IT, it is planned to 

establish in these existing competitions new nominations / new categories for female participants and teams.  

Timeframe: М16-М36 
Allocated resources: EQUAL-IST team and Information Systems Department. As IT championships, 

competitions, summer schools are organized regularly by Information Systems Department, no additional 

resources to conduct events are required.  Prizes for women's teams will provide sponsors of events (usually 

sponsors of such events are local IT companies and / or Kharkiv IT Cluster). 

Responsible Units/Stakeholders/Persons: EQUAL-IST team, IS Department 

  Action 18. Perform pilot anti-discriminatory expert assessment 
of marketing and advertising materials for IT Bachelor's and Master's programs 

Anti-discriminatory expert assessment of marketing and promotional materials has never held at KhNUE. Anti-

discrimination expert will prepare a special matrix focusing on the gender sensitive language and balanced 

representation of men and women in content (including pictures and videos) in order to conduct anti-

discrimination expertise of promotional materials. Academic staff of Information Systems Department will 
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approve the special matrix. Then the expert will prepare expert conclusion for each marketing and promotional 

materials and one general conclusion (this activity will take approximately 5 weeks). The general conclusion 

will be published at the University’s website and transferred to Marketing Department. If changes of 

promotional materials are required, the responsible person of Information Systems Department is obliged to 

do so. After meeting the requirements, anti-discrimination expert will review these promotional materials and 

will prepare a Special Opinion about changes in these marketing and advertising materials. The Special Opinion 

will be presented for consideration at the meeting of the Information Systems Department. 

Timeframe: М17-М24 

Allocated resources: This action will be conducted by the anti-discrimination expert who is a member of 

EQUAL-IST team. Information Systems Department will be involved in the process (a person responsible for 

marketing and promotion as well as the Head of Information Systems Department).  

Responsible Units/Stakeholders/Persons: EQUAL-IST team, IS Department 

 

8.3.10  Goal 10: Raise awareness about the value of gender 
sensitive/gender neutral communication 

  Action 19. Provide language and visual support for gender 
equality in the media content of the University  

Gender insensitive language used in internal and external communications at the University represent existing 

lack of gender culture and awareness about gender equality issues as well as supports gender stereotypes, 

that have formed the basis for today`s gender inequalities. Media content could attract different audiences 

and help to influence possible changemakers for forming new models of behaviour and fighting against gender 

discrimination on the workplace and in the daisy life. Usage of the gender sensitive or gender-neutral 

communication could be an effective step for providing structural systematic changes aimed to form gender 

neutral and friendly atmosphere for all students and employees. This work will include 2 stages: 

• conducting trainings on language and visual support for gender equality in media content, 

• implementation of language and visual support for gender equality at media content of the University 

(at social media, University’s website, videos, printed materials etc.) 

Timeframe: M16-M36 

Allocated resources: This action will be conducted by the Marketing and Corporate Communication 

Department, functions of control will be realized by the Deputy Rector for Organizational and Educational 

Work. EQUAL-IST team will provide consulting services and stay in touch with Department and Deputy Rector 

at all phases of integrating language and visual support for gender equality in the media content. In order to 

conduct trainings, experts from external organizations as well as premises are needed.    

Responsible Units/Stakeholders/Persons: EQUAL-IST team, Deputy Rector for Organizational and Educational 

work, Marketing and Corporate Communication Department. 
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The table below depicts how challenges identified.  Each row includes a different challenge, the activities that 

took place to collect relevant information (Actions), the corresponding details of such actions (Actions-details), 

and the core justification about the selection of the challenge (Challenges justification).
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Challenges Actions  Actions- detailed Challenges justification 

Challenge 1: “Work-life 

balance” problem and 

lack of facilities for the 

balance support  

 

Personal interviews; 

workshops 

  

Action 1. Implement provisions for ensuring priority when 

drawing up the schedule of classes for academic staff having 

young children, large families, for pregnant women 

Crowdsourcing platform 

“The best solution could be to provide a partial employment and flexible 

schedule for young parents” (+5, 114 views, 3 comments)   

Action 2. Carry out research on determining the need and 

resources for opening a children's room on campus 

Crowdsourcing platform 

“Internal day care centres. Goals: it gives to young mothers more free time for 

studying, working etc. Details: create small internal day kinder garden in 

Universities and Companies with minimal costs for workers and students” 

(+4/-1, 254 views, 3 likes, 6 comments) 

“it is necessary to create Childcare centres that are located at or near the 

university, and where the children of the students will be” 

(+4/-1, 154 views, 1 like, 4 comments) 

Action 3. Implement provisions for ensuring teleworking for 

academic staff having young children, large families, for pregnant 

women 

Meeting of Working Group and Head of University Trade Union Organization 

Action 4. Promote a culture of equal family responsibilities 

among students and staff  

Working Group meeting 

Action 5. Create and support section on the University website 

(and / or Intranet) with information on gender equality issues, 

work-life balance rights, provisions and regulations  

Working Group meeting 

Challenge 2: “Glass 

ceiling” problem (vertical 

segregation) 

Personal interviews; 

workshops 

Action 6. Conduct seminars and round tables on gender equality 

for administrative staff 

Crowdsourcing platform 

“We need organise seminars and lectures to acknowledge people about 

gender problems as a part of educational process in schools and universities. 

People need to understand how to define gender, what are the main problems 

in its culture and how to resolve that problems” 

https://www.crowdequality.eu/idea/internal-daycare-centers
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(+5, 21 views, 1 likes) “Consider pay transparency for everyone despite their 

gender” (+3, -2, 2 views, 74 likes) 

Action 7. Make recruitment procedures and selection criteria 

transparent  

Crowdsourcing platform 

“Make employees hiring process gender-independent” 

(+5, 130 views, 1 like, 2 comments) 

“Pursue a gender equality policy among employees from their first working 

day” (+4/-1, 62 views, 1 like) 

Challenge 3: 

Concentration of female 

staff in certain women's 

sectors of employment 

(horizontal segregation) 

Workshops Action 8. Conduct information and awareness raising activities 

on gender equality issues for staff 

Crowdsourcing platform 

“Equal and transparent gender balance” (-3, 1 view, 59 likes) 

Challenge 4: Lack of 

gender equality 

machineries  

Workshops Action 9. Establish a Commission on Gender Equality Issues and 

develop mechanisms for its functioning 

Crowdsourcing platform 

“Creation of a gender committee; protection of rights and interests of faculty 

members and students on gender equality” (+5, 19 views, 1 like) 

Action 10. Ensure the support of certain provisions of European 

Charter for Researchers by University staff 

Meeting of Working Group and University administration 

Action 11. Propose and implement changes to existing Collective 

Agreement of University Administration and Trade Union 

Committee in order to insure the implementation of GEP 

Meeting of Working Group and Head of University Trade Union Organization 

Challenge 5: Gender 

issue is not in focus in 

decision-making process 

Personal interviews; 

workshops  

Action 12. Collect, analyse and publish gender disaggregated 

statistics of the University  

Meeting of Working Group  

https://www.crowdequality.eu/idea/consider-pay-transparency-for-everyone-despite-their-gender-%25D1%2580%25D0%25B0%25D1%2581%25D1%2581%25D0%25BC%25D0%25BE%25D1%2582%25D1%2580%25D0%25B5%25D1%2582%25D1%258C-%25D0%25BF%25D1%2580%25D0%25BE%25D0%25B7%25D1%2580%25D0%25B0%25D1%2587%25D0%25BD%25D0%25BE%25D1%2581%25D1%2582%25D1%258C-%25D0%25BE%25D0%25BF%25D0%25BB%25D0%25B0%25D1%2582%25D1%258B-%25D0%25B4%25D0%25BB%25D1%258F
https://www.crowdequality.eu/idea/consider-pay-transparency-for-everyone-despite-their-gender-%25D1%2580%25D0%25B0%25D1%2581%25D1%2581%25D0%25BC%25D0%25BE%25D1%2582%25D1%2580%25D0%25B5%25D1%2582%25D1%258C-%25D0%25BF%25D1%2580%25D0%25BE%25D0%25B7%25D1%2580%25D0%25B0%25D1%2587%25D0%25BD%25D0%25BE%25D1%2581%25D1%2582%25D1%258C-%25D0%25BE%25D0%25BF%25D0%25BB%25D0%25B0%25D1%2582%25D1%258B-%25D0%25B4%25D0%25BB%25D1%258F
https://www.crowdequality.eu/idea/make-eployees-hiring-process-gender-independent
https://www.crowdequality.eu/idea/pursue-a-gender-equality-policy-among-employees-from-their-first-working-day
https://www.crowdequality.eu/idea/pursue-a-gender-equality-policy-among-employees-from-their-first-working-day
http://context.reverso.net/%D0%BF%D0%B5%D1%80%D0%B5%D0%B2%D0%BE%D0%B4/%D0%B0%D0%BD%D0%B3%D0%BB%D0%B8%D0%B9%D1%81%D0%BA%D0%B8%D0%B9-%D1%80%D1%83%D1%81%D1%81%D0%BA%D0%B8%D0%B9/activities
https://www.crowdequality.eu/idea/equal-and-transparent-gender-balance
https://www.crowdequality.eu/idea/creation-of-a-gender-committee-protection-of-rights-and-interests-of-faculty-members-and
https://www.crowdequality.eu/idea/creation-of-a-gender-committee-protection-of-rights-and-interests-of-faculty-members-and
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Challenge 6: Lack of 

gender culture and 

awareness about gender 

equality issues   

Personal interviews Action 13. Conduct information and awareness raising activities 

on gender equality issues for students and academic staff 

Crowdsourcing platform 

“We need organise seminars and lectures to acknowledge people about 

gender problems as a part of educational process in schools and universities. 

People need to understand how to define gender, what are the main problems 

in its culture and how to resolve that problems” 

(+5, 21 views, 1 like) 

Action 14. Develop and disseminate printed and electronic 

awareness raising materials on gender equality 

Meeting of Working Group  

Action 15. Perform pilot anti-discriminatory expert assessment 

of teaching materials 

Meeting of Working Group  

Challenge 7: Gender 

imbalance among 

students of computer 

sciences and economy 

sciences 

Workshops  Action 16. Conduct awareness raising events to spread 

information about women in IT industry and women's career 

opportunities in IT 

Crowdsourcing platform 

“Inspiring Meetings” (5, 85 views, 3 likes, 1 comment) 

“Hold events with people of different gender” (5, 32 views, 1 like) 

Action 17. Establish special nominations for women / female 

teams in existing IT championships, competitions, conferences 

Crowdsourcing platform 

“Competitions in sports programming among student women's teams” 

(+4, -1, 116 views, 1 like, 3 comments) 

Action 18. Perform pilot anti-discriminatory expert assessment 

of marketing and advertising materials for IT Bachelor's and 

Master's programs 

Crowdsourcing platform 

” Change the mindset, stereotypes and improve school background” 

(+3/-2, 77 views, 2 likes, 3 comments) 

Challenge 8: Gender 

insensitive 

communications  

Personal interviews; 

workshops 

Action 19. Provide language and visual support for gender 

equality in the media content of the University 

Crowdsourcing platform 

” To provide special training on gender-sensitive language for staff responsible 

for internal communications” (+5, 22 views, 1 like)  

http://context.reverso.net/%D0%BF%D0%B5%D1%80%D0%B5%D0%B2%D0%BE%D0%B4/%D0%B0%D0%BD%D0%B3%D0%BB%D0%B8%D0%B9%D1%81%D0%BA%D0%B8%D0%B9-%D1%80%D1%83%D1%81%D1%81%D0%BA%D0%B8%D0%B9/activities
http://context.reverso.net/%D0%BF%D0%B5%D1%80%D0%B5%D0%B2%D0%BE%D0%B4/%D0%B0%D0%BD%D0%B3%D0%BB%D0%B8%D0%B9%D1%81%D0%BA%D0%B8%D0%B9-%D1%80%D1%83%D1%81%D1%81%D0%BA%D0%B8%D0%B9/expert+assessment
https://www.crowdequality.eu/idea/inspiring-meetings
https://www.crowdequality.eu/idea/hold-events-with-people-of-different-gender-%25D0%25BF%25D1%2580%25D0%25BE%25D0%25B2%25D0%25BE%25D0%25B4%25D0%25B8%25D1%2582%25D1%258C-%25D0%25BC%25D0%25B5%25D1%2580%25D0%25BE%25D0%25BF%25D1%2580%25D0%25B8%25D1%258F%25D1%2582%25D0%25B8%25D1%258F-%25D1%2581-%25D0%25BB%25D1%258E%25D0%25B4%25D1%258C%25D0%25BC%25D0%25B8-%25D1%2580%25D0%25B0%25D0%25B7%25D0%25BD%25D0%25BE%25D0%25B3%25D0%25BE-%25D0%25BF%25D0%25BE%25D0%25BB%25D0%25B0
https://www.crowdequality.eu/idea/competitions-in-sports-programming-among-student-womens-teams-%25D1%2581%25D0%25BE%25D1%2580%25D0%25B5%25D0%25B2%25D0%25BD%25D0%25BE%25D0%25B2%25D0%25B0%25D0%25BD%25D0%25B8%25D1%258F-%25D0%25BF%25D0%25BE-%25D1%2581%25D0%25BF%25D0%25BE%25D1%2580%25D1%2582%25D0%25B8%25D0%25B2%25D0%25BD%25D0%25BE%25D0%25BC%25D1%2583
http://context.reverso.net/%D0%BF%D0%B5%D1%80%D0%B5%D0%B2%D0%BE%D0%B4/%D0%B0%D0%BD%D0%B3%D0%BB%D0%B8%D0%B9%D1%81%D0%BA%D0%B8%D0%B9-%D1%80%D1%83%D1%81%D1%81%D0%BA%D0%B8%D0%B9/expert+assessment
https://www.crowdequality.eu/idea/change-the-mindset-stereotypes-and-improve-school-background
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8.4 Action Plan Summary Table 
The table below presents an overview of the Action Plan (Chapter 8.3) that KhNUE will implement to address the identified challenges. In particular, each row of the table 

presents a Main Area, its sub-Areas, the relevant challenges and goals identified. For each challenge it shows the actions that will take place to meet the challenge (Actions), 

the University Units that will be influenced from its implementation (Level of intervention), the results of this action implementation in terms of outputs planned (Target 

Indicators-Assessment Outputs), the people who will be responsible to implement it (Who is in charge), the period of time needed to implement the Actions (Timeframe), 

other stakeholders involved in the Action implementation (People involved), and the approximate resources needed to address every challenge during the first period of the 

GEP implementation (Resources). 

Main 

Area 
Sub- Area 

Challenges and 

Goals 
Actions 

Level of 

intervention 

Target 

indicators 

Assessment 

Output 

Who is in 

charge 

Time- 

frame 

Mx-

My 

People 

involved 

Resources 

Required 

for the 1st 

iteration 

(Person 

Month) 

HR & 

Manage-

ment 

practices 

Work Life 

Balance 
Challenge 1: “Work-

life balance” 

problem and lack of 

facilities for the 

balance support  

Goal 1: Improve 

work-life balance of 

staff and students 

  

Action 1. Implement 

provisions for  

ensuring priority 

when drawing up 

the schedule of 

classes for 

academic staff 

having young 

children, children 

with disabilities, 

large families, for 

pregnant women 

University level B.2 Staff are 

offered and can 

take advantage of 

organizational 

opportunities and 

options to meet 

work-life balance 

needs 

B. 3 Facilities and 

provisions are 

provided and 

enjoyed by all 

staff in the 

organization to 

A set of binding 

Guidelines 

prepared and 

published 

The value of work 

flexibility policy 

recognized as 

relevant in formal 

management 

documents 

Educational 

Department, 

EQUAL-IST 

team 

М16-

М19 

Educational 

Department, 

EQUAL-IST 

team,  

lawyer, 

external expert 

0.5 

http://context.reverso.net/%D0%BF%D0%B5%D1%80%D0%B5%D0%B2%D0%BE%D0%B4/%D0%B0%D0%BD%D0%B3%D0%BB%D0%B8%D0%B9%D1%81%D0%BA%D0%B8%D0%B9-%D1%80%D1%83%D1%81%D1%81%D0%BA%D0%B8%D0%B9/children+with+disabilities
http://context.reverso.net/%D0%BF%D0%B5%D1%80%D0%B5%D0%B2%D0%BE%D0%B4/%D0%B0%D0%BD%D0%B3%D0%BB%D0%B8%D0%B9%D1%81%D0%BA%D0%B8%D0%B9-%D1%80%D1%83%D1%81%D1%81%D0%BA%D0%B8%D0%B9/children+with+disabilities
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support work-life 

balance 

Action 2. Carry out 

research on 

determining the 

need and resources 

for opening a 

children's room on 

campus 

University level B.3 Facilities and 

provisions are 

provided and 

enjoyed by all staff 

in the organization 

to support work-

life balance 

Survey to 

determine the 

need for opening a 

children's room on 

campus carried out 

Trade Union 

Committee,  

EQUAL-IST 

team 

М16-

М18 

Trade Union 

Committee,  

EQUAL-IST 

team 

0.4 

Action 3. Implement 

provisions for  

ensuring 

teleworking for 

academic staff 

having young 

children,  children 

with disabilities, 

large families, for 

pregnant women 

University level B.2 Staff are 

offered and can 

take advantage of 

organizational 

opportunities and 

options to meet 

work-life balance 

needs 

B. 3 Facilities and 

provisions are 

provided and 

enjoyed by all 

staff in the 

organization to 

support work-life 

balance 

A set of binding 

Guidelines 

prepared and 

published 

The value of work 

flexibility policy 

recognized as 

relevant in formal 

management 

documents 

 

Trade Union 

Committee,  

EQUAL-IST 

team 

М16-

М24 

Educational 

Department,   

EQUAL-IST 

team,  

lawyer,  

external expert 

0.3 

Action 4. Promote a 

culture of equal 

family 

responsibilities 

among students 

and staff  

Level of IS 

Department 

B.2 Staff are 

offered and can 

take advantage of 

organizational 

opportunities and 

options to meet 

N.° of activities 

organized on 

sharing equal 

family and care 

duties: 2 at the 1st 

iteration 

EQUAL-IST 

team, 

Psychologist 

М17-

М36 

EQUAL-IST 

team, 

 psychologist,  

external 

experts 

(optional),  

0.8 

http://context.reverso.net/%D0%BF%D0%B5%D1%80%D0%B5%D0%B2%D0%BE%D0%B4/%D0%B0%D0%BD%D0%B3%D0%BB%D0%B8%D0%B9%D1%81%D0%BA%D0%B8%D0%B9-%D1%80%D1%83%D1%81%D1%81%D0%BA%D0%B8%D0%B9/children+with+disabilities
http://context.reverso.net/%D0%BF%D0%B5%D1%80%D0%B5%D0%B2%D0%BE%D0%B4/%D0%B0%D0%BD%D0%B3%D0%BB%D0%B8%D0%B9%D1%81%D0%BA%D0%B8%D0%B9-%D1%80%D1%83%D1%81%D1%81%D0%BA%D0%B8%D0%B9/children+with+disabilities
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work-life balance 

needs 

premises 

Action 5. Create and 

support section on 

the University 

website (and / or 

Intranet) with 

information on 

gender equality 

issues, work-life 

balance rights, 

provisions and 

regulations  

University level B. 1 Staff at all 

levels and 

conditions are 

informed about 

work-life balance 

rights and 

provisions 

A dedicated 

section on gender 

equality issues 

opened in 

University website 

(and / or Intranet)   

EQUAL-IST 

team, 

ICT 

Department,  

Marketing and 

Corporate 

Communication 

Department  

М16-

М36 

EQUAL-IST 

team, ICT 

Department,  

Marketing and 

Corporate 

Communication 

Department 

0.3 

Gender 

Segregation 
Challenge 2: “Glass 

ceiling” problem 

(vertical 

segregation) 

Goal 2: Encourage 

the achievement of 

gender equality 

(vertical principle) 

through information 

and awareness 

raising activities 

Action 6. Conduct 

seminars and round 

tables on gender 

equality for 

administrative staff 

University level B. 4 Gender 

vertical 

segregation 

reasons are 

analysed and 

initiatives to make 

recruitment and 

career 

progression 

transparent and 

bias free are 

undertaken 

N° of gender 

equality seminars 

and round tables 

for administrative 

staff organized: 1 

at the 1st iteration 

EQUAL-IST 

team, 

Deputy Rector 

for 

organizational 

and 

educational 

work 

М16-

М36 

EQUAL-IST 

team,  

Deputy Rector 

for 

organizational 

and 

educational 

work,  

external 

experts 

(optional),  

premises 

0.15 

Action 7. Make 

recruitment 

procedures and 

selection criteria 

transparent  

University level B. 4 Gender 

vertical 

segregation 

reasons are 

analysed and 

initiatives to make 

2nd iteration HR 

Department, 

EQUAL-IST 

team 

 

М28-

М36 

HR department, 

ICT 

Department, 

Marketing and 

Corporate 

2nd iteration 

http://context.reverso.net/%D0%BF%D0%B5%D1%80%D0%B5%D0%B2%D0%BE%D0%B4/%D0%B0%D0%BD%D0%B3%D0%BB%D0%B8%D0%B9%D1%81%D0%BA%D0%B8%D0%B9-%D1%80%D1%83%D1%81%D1%81%D0%BA%D0%B8%D0%B9/activities
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recruitment and 

career 

progression 

transparent and 

bias free are 

undertaken 

Communication 

Department, 

EQUAL-IST 

team 

Challenge 3: 

Concentration of 

female staff in 

certain women's 

sectors of 

employment 

(horizontal 

segregation) 

Goal 3: Encourage 

the achievement of 

gender equality 

(horizontal principle) 

through information 

and awareness 

raising activities 

Action 8. Conduct 

information and 

awareness raising 

activities on gender 

equality issues for 

staff 

University level B. 4 Gender 

vertical 

segregation 

reasons are 

analysed and 

initiatives to make 

recruitment and 

career 

progression 

transparent and 

bias free are 

undertaken 

N° of gender 

equality seminars 

and round tables 

for non-

administrative 

staff organized: 1 

at the 1st iteration 

EQUAL-IST 

team, 

Deputy Rector 

for 

organizational 

and 

educational 

work 

М16-

М36 

EQUAL-IST 

team,  

Deputy Rector 

for 

organizational 

and 

educational 

work,  

external 

experts 

(optional),  

premises 

0.15 

Gender 

Equality 

Machineries 

Challenge 4: Lack of 

gender equality 

machineries  

Goal 4: Ensure 

sustainability of 

GEP’s actions by 

establishing gender 

equality machineries 

Action 9. Establish a 

Commission on 

Gender Equality 

Issues and develop 

mechanisms for its 

functioning 

University level B. 5 Gender 

Equality 

Machinery is in 

place with specific 

skills, budget and 

tasks 

A Commission on 

Gender Equality 

Issues set-up 

Trade Union 

Committee,  

EQUAL-IST 

team 

М16-

М19 

Trade Union 

Committee,  

EQUAL-IST 

team, 

lawyer, 

members of 

the 

Commission on 

Gender Issues 

0.3 

http://context.reverso.net/%D0%BF%D0%B5%D1%80%D0%B5%D0%B2%D0%BE%D0%B4/%D0%B0%D0%BD%D0%B3%D0%BB%D0%B8%D0%B9%D1%81%D0%BA%D0%B8%D0%B9-%D1%80%D1%83%D1%81%D1%81%D0%BA%D0%B8%D0%B9/activities
http://context.reverso.net/%D0%BF%D0%B5%D1%80%D0%B5%D0%B2%D0%BE%D0%B4/%D0%B0%D0%BD%D0%B3%D0%BB%D0%B8%D0%B9%D1%81%D0%BA%D0%B8%D0%B9-%D1%80%D1%83%D1%81%D1%81%D0%BA%D0%B8%D0%B9/activities
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Goal 5: Ensure 

sustainability of 

GEP’s actions by 

including gender 

equality goals and 

measures in the 

University strategic 

documents 

Action 10. Ensure 

the support of 

certain provisions of 

European Charter 

for Researchers by 

university staff 

University level B. 5 Gender 

Equality 

Machinery is in 

place with specific 

skills, budget and 

tasks 

Certain provisions 

of European 

Charter for 

Researchers are 

fixed in Code of 

Professional Ethics 

and Organizational 

Culture for 

Workers and 

Students of 

S. Kuznets KhNUE 

Trade Union 

Committee, 

Deputy Rector 

for 

organizational 

and 

educational 

work, 

EQUAL-IST 

team 

М16-

М24 

Trade Union 

Committee, 

Deputy Rector 

for 

organizational 

and 

educational 

work, 

EQUAL-IST 

team 

0.1 

Action 11. Propose 

and implement 

changes to existing 

Collective 

Agreement of 

University 

Administration and 

Trade Union 

Committee in order 

to insure the 

implementation of 

GEP 

University level B. 5 Gender 

Equality 

Machinery is in 

place with specific 

skills, budget and 

tasks 

Dedicated changes 

are fixed in 

Collective 

Agreement of 

University 

Administration 

and Trade Union 

Committee 

Trade Union 

Committee 

М18-

М36 

Trade Union 

Committee,  

University’s 

administration,  

EQUAL-IST 

team 

0.2 

Gender 

Disaggregated 

Data and 

Monitoring 

Challenge 5: Gender 

issue is not in focus 

in decision-making 

process 

Goal 6: Make 

decision-making 

bodies informed and 

committed to the 

Action 12. Collect, 

analyse and publish 

gender 

disaggregated 

statistics of the 

University  

University level B.6 Qualitative 

and quantitative 

data on staff and 

students are 

gathered 

disaggregated by 

gender and other 

meaningful 

variables 

The recurring staff 

data gathering, 

disaggregated by 

the many 

variables 

necessary to 

understand the 

gender equality 

context, formally 

included in the 

EQUAL-IST 

team, 

ICT 

Department, 

HR Department 

 

М16-

М36 

EQUAL-IST 

team, 

ICT 

Department, 

HR Department 

1.3 
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principles of gender 

equality 
administration 

tasks 

 

The recurring 

student’s data 

gathering, 

disaggregated by 

the many variables 

necessary to 

understand the 

gender equality 

context, formally 

included in the 

administration 

tasks 

Teaching 

and 

students’ 

services 

Integration of 

gender issues 

into teaching 

Challenge 6: Lack of 

gender culture and 

awareness about 

gender equality 

issues  

Goal 7: Raise 

awareness about 

gender equality 

issues, develop 

gender culture of 

academic staff and 

students 

Action 13. Conduct 

information and 

awareness raising 

activities on gender 

equality issues for 

students and 

academic staff 

Level of IS 

Department 

C. 1 Teaching staff 

and students are 

aware of the 

relevance of 

Gender issues in 

all phases of 

research, goods 

production and 

study curricula 

N° of awareness 

raising activities 

organized for 

teaching staff and 

students: 2 at the 

1st  iteration 

 

Basic gender 

equality concepts 

and terminology 

published in the 

Academia website 

EQUAL-IST 

team, 

Youth 

Organization, 

Deputy Rector 

for 

organizational 

and 

educational 

work 

М16-

М36 

EQUAL-IST 

team, Youth 

Organization,  

Deputy Rector 

for 

Organizational 

and 

Educational 

work, 

external 

experts,  

premises 

0.2 

Action 14. Develop 

and disseminate 

printed and 

electronic 

Level of IS 

Department 

C. 1 Teaching staff 

and students are 

aware of the 

relevance of 

N° of awareness 

raising materials 

developed and 

EQUAL-IST 

team,  

М16-

М36 

EQUAL-IST 

team,  

1 

http://context.reverso.net/%D0%BF%D0%B5%D1%80%D0%B5%D0%B2%D0%BE%D0%B4/%D0%B0%D0%BD%D0%B3%D0%BB%D0%B8%D0%B9%D1%81%D0%BA%D0%B8%D0%B9-%D1%80%D1%83%D1%81%D1%81%D0%BA%D0%B8%D0%B9/activities
http://context.reverso.net/%D0%BF%D0%B5%D1%80%D0%B5%D0%B2%D0%BE%D0%B4/%D0%B0%D0%BD%D0%B3%D0%BB%D0%B8%D0%B9%D1%81%D0%BA%D0%B8%D0%B9-%D1%80%D1%83%D1%81%D1%81%D0%BA%D0%B8%D0%B9/activities
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awareness raising 

materials on gender 

equality 

Gender issues in 

all phases of 

research, goods 

production and 

study curricula 

disseminated: 3 at 

the 1st iteration 

Youth 

Organization, 

Trade Union 

Committee 

Youth 

Organization, 

Trade Union 

Committee, 

financial 

resources for 

printing 

Goal 8: Adopt a 

gender approach in 

specific teaching 

materials 

Action 15. Perform 

pilot anti-

discriminatory 

expert assessment 

of teaching 

materials 

Level of IS 

Department 

C. 1 Teaching staff 

and students are 

aware of the 

relevance of 

Gender issues in 

all phases of 

research, goods 

production and 

study curricula 

N° of experimental 

adoptions of anti-

discriminatory 

expert assessment 

of teaching 

materials carried 

out: 3 at the 1st  

iteration 

EQUAL-IST 

team, 

Methodological 

Department 

М16-

М36 

Anti-

discrimination 

expert (a 

member of 

EQUAL-IST 

team),  

Methodological 

Department, 

academic staff 

of IS 

Department 

1.5 

Contrasting 

gender 

segregation in 

studies 

choices 

Challenge 7: Gender 

imbalance among 

students of 

computer sciences 

and economy 

sciences 

Goal 9: Improve 

gender balance 

among students of 

computer and 

economy sciences 

 

Action 16. Conduct 

awareness raising 

events to spread 

information about 

women in IT 

industry and 

women's career 

opportunities in IT 

Level of IS 

Department 

C. 2 Gender 

segregation in ICT 

is considered a 

weak factor and 

counteracted with 

specific actions 

N° of events where 

female alumnae 

were invited: 2 at 

the 1st iteration 

 

N° of women in ICT 

invited as guest 

lecturers: 2 at the 

1st iteration 

 

N° of events 

EQUAL-IST 

team, 

IS Department 

М16-

М36 

EQUAL-IST 

team, 

IS Department, 

Department of 

Student 

Employment 

and Interaction 

with Business, 

Department of 

Youth Policy 

and Social 

Development 

0.7 

http://context.reverso.net/%D0%BF%D0%B5%D1%80%D0%B5%D0%B2%D0%BE%D0%B4/%D0%B0%D0%BD%D0%B3%D0%BB%D0%B8%D0%B9%D1%81%D0%BA%D0%B8%D0%B9-%D1%80%D1%83%D1%81%D1%81%D0%BA%D0%B8%D0%B9/expert+assessment
http://context.reverso.net/%D0%BF%D0%B5%D1%80%D0%B5%D0%B2%D0%BE%D0%B4/%D0%B0%D0%BD%D0%B3%D0%BB%D0%B8%D0%B9%D1%81%D0%BA%D0%B8%D0%B9-%D1%80%D1%83%D1%81%D1%81%D0%BA%D0%B8%D0%B9/expert+assessment
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organized for 

primary middle 

school students: 1 

at the 1st iteration 

 

N° of events 

organized for 

students: 1 at the 

1st iteration 

guest lecturers 

and alumnae, 

premises, 

financial 

resources for 

printing 

Action 17. Establish 

special nominations 

for women / female 

teams in existing IT 

championships and 

competitions 

Level of IS 

Department 

C. 2 Gender 

segregation in ICT 

is considered a 

weak factor and 

counteracted with 

specific actions 

N° of events where 

nominations for 

women / female 

teams were 

established: 2 at 

the 1st iteration 

 

EQUAL-IST 

team, 

IS Department 

М16-

М36 

EQUAL-IST 

team, 

IS Department, 

prizes from 

sponsors 

0.2 

Action 18. Perform 

pilot anti-

discriminatory 

expert assessment 

of marketing and 

advertising 

materials for IT 

Bachelor's and 

Master's programs 

Level of IS 

Department 

C. 2 Gender 

segregation in ICT 

is considered a 

weak factor and 

counteracted with 

specific actions  

A person/office, 

with specific 

knowledge, 

assigned with the 

revisions task of 

gender balanced 

representations  

EQUAL-IST 

team, 

IS Department 

М17-

М24 

Anti-

discrimination 

expert (a 

member of 

EQUAL-IST 

team),  

IS Department 

0.1 

Institutional 

Communi-

cation 

Challenge 8: Gender insensitive 

communications  

Goal 10: Raise awareness about the 

value of gender sensitive/gender 

neutral communication 

Action 19. Provide 

language and visual 

support for gender 

equality in the 

media content of 

the University 

University level E. 1 All 

institutional 

communication is 

gender sensitive / 

gender neutral 

N° of seminars on 

“Gender in 

communication” 

for communication 

office members 

EQUAL-IST 

team, 

Deputy Rector 

for 

organizational 

and 

М16-

М36 

EQUAL-IST 

team, 

premises, 

Deputy Rector 

for 

organizational 

0.2 

http://context.reverso.net/%D0%BF%D0%B5%D1%80%D0%B5%D0%B2%D0%BE%D0%B4/%D0%B0%D0%BD%D0%B3%D0%BB%D0%B8%D0%B9%D1%81%D0%BA%D0%B8%D0%B9-%D1%80%D1%83%D1%81%D1%81%D0%BA%D0%B8%D0%B9/expert+assessment
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organized: 1 at the 

1st iteration 

educational 

work, 

Marketing and 

Corporate 

Communication 

Department 

and 

educational 

work, 

Marketing and 

Corporate 

Communication 

Department 

external 

experts, 
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9 Annex – Letters of GEPs approval 
 


