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1 Executive Summary 
The goal of the EQUAL-IST project is to introduce structural changes to enhance gender equality and 

diversity in Information Sciences and Technology (IST) research institutions. It has been demonstrated that 

IST is among the research sectors most affected by gender inequalities at all levels. The project aims at 

supporting seven Research Performing Organisations (RPOs) from Northern, Southern, Central, and Eastern 

European countries in designing and implementing tailored Gender Equality Plans (GEPs). 

The project combines gender mainstreaming and positive actions at four main levels: (1) Human Resources 

(HR) practices and management processes, (2) Institutional communication with (potential) students, (3) 

Teaching and student services, and (4) Research design and delivery. Within the EQUAL-IST project the issues 

of horizontal and vertical segregation in research and administrative careers, work-life balance, gender 

imbalance among bachelor, master, and doctoral students, as well as gender neutral/blind approach to IST 

research, will be addressed. This will be done by influencing organisational structures, discourse, and 

behaviour. In addition, the EQUAL-IST project will promote a participatory approach towards the creation of 

gender equality policies, ensuring at the same time the active dialogue with and involvement of decision 

makers at the participating RPOs. In order to facilitate participatory co-design of tailored GEPs, a dedicated 

idea crowdsourcing platform will be implemented. The platform will collect ideas and trigger discussions 

about promising initiatives for promoting gender equality and diversity at each RPO. These ideas will address 

specific challenges identified at each RPO and fuel the design of tailored GEPs. The toolkits, guidelines, and 
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methodologies developed during the EQUAL-IST project, as well as lessons learned, will be disseminated 

both inside and outside the EU. 

Establishing synergies with the EURAXESS initiative and network was a specific requirement of the GERI-4-

2015 call for proposals (“Support to research organisations to implement gender equality plans”) under 

which the EQUAL-IST proposal was submitted. Therefore, within the EQUAL-IST project a specific effort is 

dedicated to establishing a communication and dissemination partnership with EURAXESS, which is 

supported, among others, by two Webinars organised during the EQUAL-IST project. Information about the 

1st such Webinar conducted in November 2016 is presented in this document, together with further insights 

into the actions taken, results achieved, and planned next steps towards collaboration between EURAXESS 

and EQUAL-IST. 

This deliverable has implications to the other tasks within the following Work Packages (WPs): 

 WP2 - Gender audits at the involved RPOs: Task 2.1 - State of the art analysis, Task 2.3 - 

Methodology for assessing RPOs internal state of the art in terms of gender equality policies, and 

Task 2.4 - Structural gender inequalities analysis and internal policies analysis. 

 WP5 - Sustainability and dissemination: Task 5.1 - Dissemination and communication. 

The target audience for this report include, on the one hand, the EQUAL-IST consortium members and, on 

the other hand, external parties interested in the EQUAL-IST project outcomes (the project officer, external 

researchers, and other stakeholders). 

The report contains six sections and an Appendix. After this summary, the Webinar goals are introduced, as 

well as its contribution to the other EQUAL-IST project tasks is specified. The actions taken during the 

Webinar preparation and course, as well as the results achieved are described afterwards. Planned next 

steps towards establishing synergies with the EURAXESS initiative and network are summarised in section 4, 

followed by a conclusion. Links to further useful information about EURAXESS are presented in section 6. 

Finally, the Appendix provides the link to Webinar recording, as well as the Webinar list of participants, 

agenda, and minutes. 

2 Introduction 
The goal of this report is to provide insights into the EQUAL-IST 1st webinar on establishing synergies with 

the EURAXESS initiative and network, as well as into the actions taken, results achieved, and planned next 

steps towards collaboration between EURAXESS and EQUAL-IST. 

EQUAL-IST 1st webinar on establishing synergies with the EURAXESS initiative and network had the following 

objectives: 

- To introduce the EURAXESS initiative and network to the EQUAL-IST project partners. 

- To discuss the areas for collaboration between EURAXESS and EQUAL-IST. 

- To stimulate the endorsement of the European Charter for Researchers and the Code of Conduct for the 

Recruitment of Researchers (Charter & Code) by the RPOs forming the EQUAL-IST project consortium. 

Within the Webinar, a specific attention was paid to Charter & Code – the two seminal documents 

established within the EURAXESS initiative. “The European Charter for Researchers is a set of general 

principles and requirements which specifies the roles, responsibilities, and entitlements of researchers, as 
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well as of employers, and/or funders of researchers. […] The Code of Conduct for the recruitment of 

researchers consists of a set of general principles and requirements that should be followed by employers 

and/or funders when appointing or recruiting researchers.” (https://euraxess.ec.europa.eu/jobs/charter) 

Information about the EURAXESS experiences in implementing the gender non-discrimination and work-life 

balance measures included in Charter & Code provides useful insights into Task 2.1 - State of the art analysis. 

In order to help research institutions and funding organisations in the implementation of the Charter & Code 

principles in their policies and practices, the Human Resources Strategy for Researchers (HRS4R) tool was 

introduced by EURAXESS. Research institutions that have made significant progress in aligning their HR 

policies with the principles set out in Charter & Code are acknowledged by the EURAXESS 'HR Excellence in 

Research' award. Insights into HRS4R, especially into its questionnaire for internal assessment, might provide 

important inputs to Task 2.3 - Methodology for assessing RPOs internal state of the art in terms of gender 

equality policies and Task 2.4 - Structural gender inequalities analysis and internal policies analysis. 

In addition to gaining insights for Task 2.1, Task 2.3, and Task 2.4 from the EURAXESS Charter & Code, as well 

as their implementation mechanism HRS4R, the GERI-4-2015 call for proposals (under which the EQUAL-IST 

proposal was submitted) prescribed to establish cooperation with the Trans-national Operation of the 

EURAXESS Service Network initiative (SEAC-3-2014). The only ongoing project within the SEAC-3-2014 

initiative is the EURAXESS TOP III project (“Making European research careers more attractive by developing 

new services and enhancing the current services of the EURAXESS network”, https://topiii.eu/). Therefore, 

the areas for collaboration between EURAXESS and EQUAL-IST were discussed during the Webinar with a 

representative of the EURAXESS TOP III project. The objective here was to identify the aspects where 

EURAXESS could support the dissemination of the EQUAL-IST project outcomes, thus contributing to Task 5.1 

- Dissemination and communication. 

To sum up, the Webinar intended to raise participant awareness about the EURAXESS initiative and network, 

opportunities for collaboration with EURAXESS, and the benefits an institution gains once it endorses Charter 

& Code and obtains the 'HR Excellence in Research' award established within the EURAXESS initiative. 

3 Actions Taken and Results Achieved 
In order to establish synergies with the EURAXESS initiative and network, it was necessary to first identify 

and get in contact with relevant colleagues from EURAXESS. Numerous emails were sent to all possible 

EURAXESS-related email addresses that could be identified (e.g., rtd-rmp@ec.europa.eu; info@euraxess.org; 

support@euraxess.org), as well as to the EURAXESS National Service Centres. After several search iterations, 

Ms. Kitty Fehringer (European Commission's Directorate General for Research and Innovation) and Ms. Katalin 

Kalai (coordinator of the EURAXESS TOP III project) agreed to hold presentations at the Webinar to introduce 

EURAXESS and its relevant activities, as well as to discuss the opportunities for collaboration. In parallel, 

general information about EURAXESS, Charter & Code, HRS4R, and the 'HR Excellence in Research' award, as 

well as about the EURAXESS TOP III project, was collected and analysed. During this analysis, it was revealed 

that two EQUAL-IST consortium members, namely the University of Turku and Ca' Foscari University of 

Venice, are in the process of implementing HRS4R. Moreover, the University of Turku obtained the 'HR 

Excellence in Research' award in 2015. Therefore, speakers from both universities were invited to the 

Webinar to share their experiences in the HRS4R implementation process. As a result, Prof. Romana Frattini 

from Ca' Foscari University of Venice and Dr. Jani Koskinen from the University of Turku agreed to hold 

presentations at the Webinar. Afterwards, the detailed Webinar agenda was defined and then discussed and 

confirmed by all speakers. 

https://euraxess.ec.europa.eu/jobs/charter
https://topiii.eu/
mailto:rtd-rmp@ec.europa.eu
mailto:info@euraxess.org
mailto:support@euraxess.org
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EQUAL-IST 1st webinar on establishing synergies with the EURAXESS initiative and network took place on 

November 17th, 2016 using the Adobe Connect (http://www.adobe.com/products/adobeconnect.html) 

video conferencing tool. Webinar description together with the invitation to participate was published on 

the EQUAL-IST project website at https://equal-ist.eu/first-equal-ist-webinar/, thus contributing to Task 5.1 - 

Dissemination and communication. The Webinar, though targeted at the EQUAL-IST consortium members, 

was opened to everyone. The link to the Webinar recording, as well as the Webinar list of participants, 

agenda, and minutes are provided in the Appendix. A screenshot from the Webinar Adobe Connect 

conference room is presented in Figure 1. 

 

Figure 1. EQUAL-IST 1st Webinar on Establishing Synergies with the EURAXESS Initiative and Network. 

During the Webinar, the EURAXESS initiative and network was introduced to the EQUAL-IST project partners 

by Kitty Fehringer. Afterwards the EURAXESS TOP III project was presented by Katalin Kalai, focusing on the 

ways the gender issues are considered within the project. The areas for collaboration between EURAXESS 

and EQUAL-IST were discussed then. Both colleagues from EURAXESS offered support of the EQUAL-IST 

project in its dissemination activities, including sharing information about the project activities and outcomes 

via, for instance, the mailing lists of (a) the EURAXESS network and (b) the EURAXESS TOP III project partners. 

It was also agreed to exchange experiences in rising awareness about gender-related issues, which is an 

important aspect in both the EURAXESS TOP III project and the EQUAL-IST project. 

As a next step, Kitty Fehringer introduced the main ideas behind Charter & Code and HRS4R, providing 

further details about the benefits an organisation gains once it (1) endorses Charter & Code (as a 

prerequisite for the HRS4R implementation) and (2) obtains the 'HR Excellence in Research' award (at a 

certain stage of the HRS4R implementation). It was then discussed how the gender non-discrimination and 

work-life balance measures included in Charter & Code could inform the design of tailored GEPs within the 

EQUAL-IST project. Finally, representatives of the EQUAL-IST RPOs implementing HRS4R, namely Prof. 

Romana Frattini and Dr. Jani Koskinen provided further insights into the HRS4R implementation process and 

shared their experiences. Specific attention was given to the HRS4R questionnaire for internal assessment, 

which will inform the structural gender inequalities analysis and internal policies analysis performed by each 

RPO during the EQUAL-IST project. 

http://www.adobe.com/products/adobeconnect.html
https://equal-ist.eu/first-equal-ist-webinar/
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4 Planned Next Steps 
During the Webinar the colleagues from EURAXESS offered support of the EQUAL-IST project in its 

dissemination activities. One of the important forthcoming outcomes of the EQUAL-IST project is the 

implemented idea crowdsourcing platform (Task 3.1 - Setting up a crowdsourcing platform for the design of 

the GEPs) that will facilitate participatory co-design of GEPs by collecting ideas and triggering discussions 

about promising initiatives for promoting gender equality and diversity for each RPO (the Platform). The 

Platform is planned to be launched in March 2017. Contribution to the Platform will be required not only 

from the RPO professors, researchers, administrative staff, and students, but also from external 

stakeholders. In order to disseminate the invitation to contribute to the Platform to the largest possible 

audience of external stakeholders, among other activities, the colleagues from EURAXESS Ms. Kitty Fehringer 

and Ms. Katalin Kalai will be asked to distribute respective invitations via the mailing lists of (a) the EURAXESS 

network and (b) the EURAXESS TOP III project partners. 

Among the EQUAL-IST project partners, Charter & Code has already been endorsed by the University of 

Turku, Ca' Foscari University of Venice, the University of Modena and Reggio Emilia, and Kaunas University of 

Technology. The other RPOs will explore the opportunities to endorse Charter & Code at respective 

universities in the following months and, where feasible, will stimulate this process. As the documents have 

the gender mainstreaming approach embedded, their endorsement would also add credibility to the GEPs 

implemented within the EQUAL-IST project. 

Within the Webinar it was discussed that the self-assessment survey included into the HRS4R tool contains 

several questions related to gender equality. These questions will be considered when developing the 

methodology for assessing the RPOs internal state of the art in terms of gender equality policies (Task 2.3). 

For the EQUAL-IST 2nd webinar on establishing synergies with the EURAXESS initiative and network, which is 

planned to be conducted in March 2019 (D5.5: EURAXESS Webinar Report v2), presentation of the EQUAL-

IST sustainability and replication report (Task 5.5) will be prepared to be shared with the colleagues from 

EURAXESS during the webinar. 

Information about collaboration activities with EURAXESS will soon appear on the EQUAL-IST project website 

at http://equal-ist.eu. 

5 Conclusion 
Within this report information about the EQUAL-IST 1st webinar on establishing synergies with the 

EURAXESS initiative and network was presented. The Webinar goals were introduced and it was analysed in 

what ways collaboration with EURAXESS might be beneficial to the other EQUAL-IST project tasks. The 

actions taken during the Webinar preparation and course were reported on, including the challenges faced 

and the results achieved. Based on the achieved results, next steps towards establishing synergies with the 

EURAXESS initiative and network could be planned. 

6 Further Information 
Further information about the EURAXESS initiative and network, the EURAXESS TOP III project, Charter & 

Code, HRS4R, the 'HR Excellence in Research' award, as well as the lists of organisations that endorsed 

Charter & Code and received the 'HR Excellence in Research' award can be found under the following links: 

http://equal-ist.eu/
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 The “EURAXESS Researchers in Motion” initiative: https://euraxess.ec.europa.eu/ 

 EURAXESS TOP III project: http://cordis.europa.eu/project/rcn/197908_en.html and 

https://topiii.eu/ 

 SEAC.3.2014 – Trans-national operation of the EURAXESS Service network: 

https://ec.europa.eu/research/participants/data/ref/h2020/wp/2014_2015/main/h2020-wp1415-

swfs_en.pdf 

 Charter & Code: https://euraxess.ec.europa.eu/jobs/charter 

 List of organisations that endorsed Charter & Code: 

https://euraxess.ec.europa.eu/jobs/charter/declaration-endorsement 

 HRS4R, the 'HR Excellence in Research' award, and a list of the HRS4R acknowledged institutions: 

https://euraxess.ec.europa.eu/jobs/hrs4r 

7 Appendix. Webinar Minutes. 
 

EQUAL-IST 1st Webinar on Establishing Synergies with the 
EURAXESS Initiative and Network 

Minutes 
 

Date: 17.11.2016, Start Time: 13:06 CET, End Time: 15:01 CET 

The Webinar recording is available at https://webconf.vc.dfn.de/p99k33hpdki, password: EURAXESS (during 

the first 5 minutes of the recording the technical issues are being resolved; therefore, please start listening 

from minute 6 on) 

7.1 Participants 
Colleagues from EURAXESS: 

Kitty Fehringer, European Commission’s Directorate General for Research and Innovation, Unit B.2 "Skills" 

Katalin Kalai, Coordinator of the EURAXESS TOP III project, Project Manager at Bay Zoltán Non-profit Ltd. for 

Applied Research, Knowledge Management Centre (BAY-TMK) 

Colleagues from the EQUAL-IST consortium: 

University of Münster (WWU): Elena Gorbacheva (the Webinar organiser), Madita Rabe 

Ca' Foscari University of Venice (UNIVE): Romana Frattini (guest speaker), Maria Sangiuliano 

University of Turku (UTU): Jani Koskinen 

Simon Kuznets Kharkiv National University of Economics (KhNUE): Ganna Plekhanova 

https://euraxess.ec.europa.eu/
http://cordis.europa.eu/project/rcn/197908_en.html
https://topiii.eu/
https://ec.europa.eu/research/participants/data/ref/h2020/wp/2014_2015/main/h2020-wp1415-swfs_en.pdf
https://ec.europa.eu/research/participants/data/ref/h2020/wp/2014_2015/main/h2020-wp1415-swfs_en.pdf
https://euraxess.ec.europa.eu/jobs/charter
https://euraxess.ec.europa.eu/jobs/charter/declaration-endorsement
https://euraxess.ec.europa.eu/jobs/hrs4r
https://webconf.vc.dfn.de/p99k33hpdki
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ViLabs: Vicky Moumtzi (the project coordinator), Vasia Madesi 

Missing partners from the EQUAL-IST consortium: 

The University of Liechtenstein, Kaunas University of Technology, the University of Modena and Reggio 

Emilia, the University of Minho. 

7.2 Agenda 
 Welcome and introduction of the EURAXESS initiative and network. 

Elena Gorbacheva, Kitty Fehringer (30 min.) 

 Introduction of the EURAXESS TOP III project and a discussion of the areas for collaboration between 

the EURAXESS TOP III project and the EQUAL-IST project. 

Katalin Kalai (40 min.) 

 Introduction and discussion of the EURAXESS European Charter for Researchers, the Code of 

Conduct for the Recruitment of Researchers, and the Human Resources Strategy for Researchers. 

Kitty Fehringer (40 min.) 

 Insights into the implementation process of the Human Resources Strategy for Researchers by Ca' 

Foscari University of Venice (Venice, Italy) and the University of Turku (Turku, Finland). 

Romana Frattini and Maria Sangiuliano (30 min.) 

Jani Koskinen (15 min.) 

 Closing remarks. 

Elena Gorbacheva (5 min.) 

7.3 EURAXESS initiative and network 
Elena Gorbacheva welcomes the Webinar participants and introduces the following Webinar goals: 

 To connect the colleagues from the EURAXESS initiative and network with the colleagues from the 

EUQAL-IST project. 

 To identify the areas and strategies for future collaboration. 

Kitty Fehringer introduces the EURAXESS initiative and network highlighting the following aspects: 

 EURAXESS has been growing immensely during the last years, evolving to a complex system with a 

lot of features and services. Therefore, it is difficult to go into detail in such a short speech. 

 Basic ideas behind EURAXESS: 

 Starting point of the initiative: Europe faces a high demand for qualified researchers. 

 Researchers are among the most mobile professions. This mobility entails complicated 

administrative processes and needs to be supported, to make Europe more attractive for 

researchers. 

 The EURAXESS (earlier ERAMOR) project started with the implementations of a portal 

designed by the European Commission in collaboration with the member states, with the 

aim to provide information for researchers concerning mobility and work across Europe, 

including a job portal. 

 Today 40 European countries work together, with more than 600 people “behind the scene” 

to support researchers and research institutions. 
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Kitty Fehringer explains why the EURAXESS initiative is important: 

 The European Union (EU) is characterised by different administrative situations across the member 

states, making the mobility of researchers a complicated process. 

 The aim of the EURAXESS Service Centres is to support researchers with the administrative burden 

to speed up the procedures. 

 The following set of problems for researchers concerning mobility was detected: 

 Jobs and funding 

 Diversity of the European system like visa regulations, criteria for moving from one country 

to the other etc. 

 Practical aspects, including, for instance, accommodation, kindergarten/school, social 

security, medical system, recognition of diploma etc. 

 

 Apart from the national Service Centres within Europe, EURAXESS also has representatives in non-

European countries (USA, Canada, Brazil, Japan, India, China, Singapore, and Thailand). The task of 

these representatives includes the networking with national researchers from the respective 

countries and EU researchers in these countries, to facilitate non-European researchers to enter 

Europe and to facilitate a return of EU researchers. 

 Another aspect of the EURAXESS initiative is the “EURAXESS Rights” portal. It includes the Pan 

European Pension Fund, Charter & Code, and their implementation mechanism - HRS4R. 

 Kitty Fehringer sees the EURAXESS initiative as a success for the inter-European research area 

concerning both the collaboration between the countries and with the EU commission. 

 The following aspects will play a major role within the EURAXESS initiative in the future: 

 EURAXESS aims at including entrepreneurs and the business sector into their field of action. 

 Another focus will be set on facilitating the integration of refugee researchers into the 

labour market. 

Further information about EURAXESS can be found on the EURAXESS portal (see the “Further Information” 

section). 

7.4 EURAXESS TOP III project 
EURAXESS TOP III – Making European research careers more attractive by developing new services and 

enhancing the current services of the EURAXESS network. 

Katalin Kalai gives further insights into the EURAXESS TOP III project providing the following information: 

 The project is supported by the Horizon 2020 initiative. 

 It aims at supporting the EURAXESS network itself. 

 It is formed by a consortium of 33 beneficiaries and 5 organisations (national coordinators). 

 The Consortium is coordinated by Bay Zoltan Non-profit Ltd. for Applied Research (Hungary). 

 Before the TOP III project, the TOPI and TOPII projects were implemented focussing on the creation 

of tools for operation of the EURAXESS network. 

 The TOP III project consists of 8 work packages (WP) and 38 tasks: 

 WP1 – Project Management and Coordination 

 WP2 – Career Management 

 WP3 – Career Development Services 

 WP4 – Researchers’ Environment 
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 WP5 – National Portals 

 WP 6 – Capacity building and promotion 

 WP7 – Network support 

 WP8 – Towards EURAXESS 2020 

 The project started on September 1st, 2016 with kick-off meeting in Budapest and has a runtime of 

two years. 

 The unofficial website is https://topiii.eu/. All information can also be found on the official EURAXESS 

website. 

Katalin Kalai introduces the activities and interventions initiated within the related projects preceding the 

TOP III project, namely the TOPI project and the TOPII project (the “old” services), as well as those that are 

initiated within the TOP III project (the “new” services). 

 The “old” services include as follows: 

 Enhancement of the services that have been initiated earlier and are currently being 

offered. 

 Assurance that these “old” services are offered at a constantly high level. 

 Researchers’ Environment (WP4) – creating supporting environment for researchers. 

 National Portals in the light of Responsible Research and Innovation (WP5). 

 Capacity Building and Promotion (WP6). 

 EURAXESS Services Network Support (WP7), which includes making links to other initiatives 

(in particular, with the EQUAL-IST project). 

 The “new” services include as follows: 

 Career development of researchers: (1) support researchers in career building, (2) support 

the EURAXESS network ability to assist researchers. 

 The EURAXESS TOP III Vision: 

 EURAXESS TOP III aims at securing future development by a framework, a vision, and a 

strategy. This will include an evaluation of “who we [EURAXESS] are and how we identify 

ourselves and our respective institutions within the network”. 

Katalin Kalai explains which project activities are focusing on the development of gender competence of 

EURAXESS staff: 

 Within EURAXESS gender is mainly seen as a horizontal issue. 

 Four regional focus groups were established with the task to reflect on the integration of gender 

equality and diversity principles and to raise awareness of gender issues within the EURAXESS 

network. 

 Two fact-finding missions were established within the Nordic countries. 

 A multimedia diversity management guide will be designed, with the primary focus on gender 

equality. 

 The creation of the EURAXESS handbook, with a special chapter on gender equality issues is in 

progress, which will serve as a manual for the EURAXESS network. 

 A training module will be implemented with the aim to increase the sensitivity and awareness of 

EURAXESS staff towards the topic of gender equality in research, and to make them aware of the 

existing tools developed in several EU projects focusing on the gender-related issues, such as FESTA, 

GEAR, and EQUAL-IST. 

https://topiii.eu/
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Discussion: 

Elena Gorbacheva comments that it will be useful for both projects to collaborate in the future by 

exchanging experience and opening a process of mutual support. Elena Gorbacheva will take the role of the 

contact person with EURAXESS for the EQUAL-IST project. One example of an interaction between the two 

projects could be the Idea Crowdsourcing Platform currently being implemented within the EQUAL-IST 

project. 

 Kitty Fehringer proposes to use the EURAXESS members’ mailing-list to distribute this idea and offers 

to act as a contact person. 

Vicky Moumtzi asks about the target group of EURAXESS and its service centres. 

 Katalin Kalai replies that EURAXESS service centres provide services to both individual researchers 

and institutions/organisations. 

 Kitty Fehringer adds that one example for services targeted at institutions, is the job portal where 

institutions can publish their job vacancies. Another example is HRS4R, which will be discussed as a 

next topic. An example for the support of individual researchers within the job portal is the 

possibility to store CVs to make them available for research institutions. 

 Katalin Kalai adds that there is a distinction between the EURAXESS initiative and the TOP III project. 

The EURAXESS initiative is focusing on supporting the researchers and the TOP III project is focusing 

on supporting the EURAXESS network itself and the colleagues within it. Thus, TOP III has a mixed 

target group: on the one hand, the researchers and organisations and, on the other hand, the 

EURAXESS network members. 

7.5 EURAXESS European Charter for Researchers, the Code of Conduct 
for the Recruitment of Researchers, and the Human Resources 
Strategy for Researchers 

Elena Gorbacheva continues with the next agenda point, highlighting that Charter & Code, the two main 

documents issued by EURAXESS, could be of importance for the EQUAL-IST project, especially because they 

have the gender mainstreaming component incorporated in them. 

Kitty Fehringer introduces Charter & Code and HRS4R and elaborates why these documents are important. 

 Charter & Code have been drafted and issued ten years ago by the European Commission and the 

member states, and approved by an expert group. 

 The documents are important because they serve as a reference for the creation of the European 

labour market for researchers by setting up a set of general principles and requirements where the 

specific roles, responsibilities, and entitlements of researchers, as well as the employers or the 

funders, are defined. 

 Research Institutions are invited to endorse the documents within a voluntary process. 

 Up to now more than 850 organisations have endorsed Charter & Code. 

 Because of usual difficulties of guaranteeing the implementation within a voluntary process 

(endorsing a document does not necessarily guarantee its implementation) the European 

Commission and the member states defined the implementation system, namely HRS4R, to 

guarantee transparency and monitoring. 

Kitty Fehringer describes the process of gaining the EURAXESS 'HR Excellence in Research' award (the Award) 

and explains how Research Institutions can benefit from it. 
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 The process of gaining the Award consists of the following five steps: 

1. In the first step, the respective Research Institution internally starts the process by setting 

up committees with important internal stakeholders, setting up a gap analysis and drafting 

an action plan with a dedicated timeline and goals. 

2. In the second step, the Institution sends the documents to the European Commission. The 

Commission then analyses the documents to assess progress in the HR policies. 

3. If the analysis results are positive, in a third step, the Institution receives the Award from the 

Commission. 

4. The forth step is the implementation by the Research Institutions of the respective plan 

based on the self-assessment, the gap analysis, and the action plan. 

5. The fifth step is formed by an external evaluation in a four year term to monitor the process 

being made. In case of a negative external evaluation, the Commission can decide to take 

the Award back. 

 Until now over 290 institutions have received the Award. 

 Even though it seems to be a very clear process, Kitty Fehringer highlights that it should not be 

underestimated, because the process requires time to go into detail, perform self-reflection, discuss 

with different stakeholders (e.g., students, professors) etc. 

 Research Institutions can benefit from the Award, because it serves as a promotional tool. For 

example, through the promotion of the Award on the EURAXESS job portal in the context of job 

vacancies, which can have a positive impact on the decision making process of interested 

researchers. Furthermore, the Award gives the universities a reliable possibility to demonstrate their 

dedication to the standards set by Charter & Code. 

 

Discussion: 

Elena Gorbacheva asks if the external assessment within step 4 is an on-site assessment. 

 Kitty Fehringer comments that on the EURAXESS website a functional mailbox can be found, where 

institutions in the process towards obtaining the Award can ask questions and communicate if they 

face difficulties. 

The first step of the process is an individual internal assessment performed by the institution itself. 

The external assessment (step 4) is performed by experts on site. 

Elena Gorbacheva raises the question, whether it is possible to get funding for e.g. a person who is dedicated 

to fuel the process. 

 Kitty Fehringer responds that there is no possibility for funding. It is in the interest of the university 

to go through the process. But the HRS4R implementation could facilitate the raise of funds from 

other sources. 

Elena Gorbacheva asks a question concerning the support from the highest management of a university, as 

well as from all departments. She asks for any tips about how this could be achieved, how to motivate 

stakeholders. 

 Kitty Fehringer agrees with the statement about the importance of the integration of a wide range of 

stakeholders. 

 Maria Sangiuliano also highlights this aspect and envisions introduction of a related Award for 

Gender Equality on a European level. 
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 Kitty Fehringer welcomes the idea of such a Gender Equality Award, but raises a concern regarding 

the assessment process, highlights that it might be difficult to decide, what would be the indicators 

ensuring that gender equality is in place. 

 Maria Sangiuliano replies that within the EQUAL-IST project a methodology for internal assessments 

is currently being prepared and will be applied during gender audit at RPOs participating in the 

EQUAL-IST project. Maria Sangiuliano and her colleagues are currently in the process of establishing 

several indicators to assess Gender Equality (e.g., the shares of women among researchers, in 

decision making positions etc.). 

 Kitty Fehringer welcomes this and asks about research professions with traditionally low percentage 

of women, such as the STEM (Science, Technology, Engineering, and Mathematics) fields. 

 Maria Sangiuliano replies that EQUAL-IST is precisely trying to tackle these problems, especially in 

the ICT (Information and Communication Technology) and Information Sciences and Technology 

(IST) areas. 

More information about Charter & Code and HRS4R can be found on the EURAXESS website (see the 

“Further Information” section). 

In case any further questions occur, Kitty Fehringer can also bring Elena Gorbacheva (as a contact person for 

the EQUAL-IST project) with her colleague who specifically focuses on Charter & Code, as well as the HRS4R 

implementation mechanism. 

7.6 Implementation of the Human Resources Strategy for 
Researchers by the EQUAL-IST project partners 

The first presentation in this block is held by Maria Sangiuliano and Romana Frattini (UNIVE). 

They give an overview of UNIVE experience in the process of obtaining the Award, starting by shortly 

illustrating the background on Gender Equality at UNIVE. They provide an overview of statutory documents 

and internal policies and recent figures on gender inequalities. 

 UNIVE has committed to adopt HRS4R by 2016 and has begun the implementation process. 

 The gap analysis and the action plan have been approved by UNIVE academic bodies in July 2016 

and have been submitted to the European Commission for the recognition process. 

Romana Frattini presents the following three main gender equality related questions in the HRS4R Survey: 

 Q.1.9 Selection committees are always gender balanced. 

 Q.3.3 Gender balance (equal opportunity) is actively searched at all levels of staff, including those 

whose duties include supervision and management. 

 Q.3.9 Sufficient, specific measures are in place to encourage both women and men to combine 

family and work, children and career (e.g., part-time, teleworking, sabbatical leaves, nurseries etc.). 

Romana Frattini and Maria Sangiuliano give an overview on reflections on gender balance at UNIVE, 

highlighting the following aspects: 

 In order to narrow down the perception vs. reality gap on gender balance among staff, more 

intensive dissemination actions are need. Respondents see this as a priority. More communication 

activities are required raising awareness how reality is still far from targets. 

 Gender balance in selection committees is not perceived as a priority. It is still an open question to 

what extent this would be a valuable intervention to overcome gender bias in recruitment: 
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 In contexts where gender vertical segregation in research is still strongly present, 

nominating more women in selection committees would imply work overload for the few 

women professors which does not have a positive impact on enhancing their own career 

prospects. 

 Some research showed an inverse correlation between the number of women sitting in 

selection committees and the gender of recruited researchers (Bagues & Esteve-Volart, 

2010; Bagues & Zinovyeva, 2010). 

Romana Frattini and Maria Sangiuliano give an overview of reflections on gender balance at UNIVE, 

highlighting following aspects: 

 Influencing low attractiveness levels of research and academic careers for women, even if 

sometimes the argument is used as an alibi to justify existing gender inequalities. 

 To support the reconciliation of work (research work) and family life, specific actions (services and 

flexibility, working hours and scheme) would be needed both for women and men in different 

employment positions: administrative and technical staff, young researchers with temporary 

position, research fellows, and full professors. 

 While childcare and elderly care provision is a fundamental support for all employees, for 

administrative and technical staff the main measure refers to flexibility of working hours and 

working scheme (teleworking, smart working). 

 For researchers flexibility is required during the entire working life, therefore it is necessary to 

determine: 

 The best way to take into account parental leave in evaluations for career progressions and 

recruitment. 

 Assessment criteria for career progression should be based more on qualitative rather than 

quantitative indicators. 

Romana Frattini presents the following aspects of UNIVE GEP (2016-2018) on work-life balance: 

The following measures are planned mainly for administrative and technical staff: 

 Agreement with local institutions and organisations for ensuring access to childcare and elderly care 

services. 

 Changes in work organisation: enhancing flexibility in working hours and flexible working schemes. 

 Telework. 

 Co-working facilities. 

 Smart working. 

 Family Audit Certification of the university is undergoing (through Veneto Region). 

Maria Sangiuliano and Romana Frattini demonstrate the following next steps currently planned at UNIVE 

aiming at putting gender balance back on the agenda: 

 Planning dissemination conferences on gender balance. 

 Implementing Gender Budgeting at UNIVE. 

 Further dissemination of the MOOC (massive open online course) on Gender and Language (for 

technical staff). 

 Working group composed of 9 people including professors, managers, and staff was formed to 

release a gender audit report and to identify quantitative indicators for a gender analysis of UNIVE 

budget. 

 Consultation of internal stakeholders (Committee Against Discriminations). 
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 Taking part into National Network of Universities actions on Gender Budgeting. 

 

The second presentation in this block is held by Jani Koskinen (UTU). 

UTU received the EURAXESS 'HR Excellence in Research' award (the Award) in March 2015. 

Jani Koskinen shares the UTU experience with the process of receiving the Award starting with a short 

introduction to the university goals: 

 Attractiveness as an employer for researchers. 

 Advanced internationalisation (improved ranking). 

 Researcher welfare through improved integration. 

 Potential financial benefits (e.g., in EU funding). 

 HR Excellence in Research badge – good employer image. 

Jani Koskinen presents the following principles, which were adopted at UTU: 

 Focus on genuine development activities already being implemented or among own strategic goals. 

 Focus on the points where UTU could really make a difference. 

 Concrete steps in the right direction, not only rhetoric. 

 Wide involvement of the university community: existing structures and sources of information are 

opened for anyone to participate. 

Jani Koskinen describes the next phases of the process of continuous development at UTU: 

 Logo & Action Plan 06 / 2013  Realisation, follow-up, and documentation of the planned actions 

and their impact. 

 After 2 years, in 2015-2016: Self-assessment and revision of the Action Plan. 

 3 years after self-assessment: External evaluation by peer reviewers. 

Jani Koskinen presents some examples of steps taken and goals reached within the implementation of the 

Action Plan: 

Ethical and professional aspects: 

 Plagiarism detection system, originality check of theses, FairUTU training. 

 Research Information System. 

 Concise wall chart of Ethical Guidelines for UTU. 

 New media and channels of publication. 

 Update of and easy access to UTU Equality Plan. 

Recruitment: 

 Information about International Welcome Services made readily available. 

 Academic Positions used as a channel for publishing vacancies. 

 Support in social interaction and integration in the community for international researchers (Finnish 

courses, Friendship programme). 

 International mobility of staff is encouraged and supported. 

Working conditions and social security: 

 Obstacles in the flow of information identified and removed. 

 University Sports services also open for guest researchers. 

 All members of community can participate in workplace surveys and in the development work of the 

community (workplace mediation of conflicts, surveys on well-being at work). 

 Aurora database about funding opportunities available to all in three languages. 
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Training: 

 UTU Graduate School and its doctoral programmes organise training in transferable skills specifically 

for researchers. 

 In-House Training for employees is also open to researchers without an employment relationship, 

when positions are available. 

 Training designed for international researchers of UTU are open for all irrespective of their contract 

situation (Welcome to UTU, Finnish for Beginners etc.). 

Self-Assessment in 2015-2916: 

 Through the same channels, a participatory process to assessment. 

 Implementation of the actions UTU committed itself to in the Action Plan. 

 Impact of the actions taken – evidence-based documentation. 

 Ideas and needs for further development. 

 New actions for the updated Action Plan. 

 

Jani Koskinen gives an overview of the benefits of the HRS4R implementation project: 

Systematic and continuous development – the following impact of the completed actions was perceived 

according to the inquiry: 

 Increased focus on and acknowledgement of the position of researchers. 

 Improved working conditions and social security. 

 Harmonisation and systematisation of doctoral studies. 

 Improved support services for funding opportunities and applications. 

 Integration of international staff members/improved internationalisation. 

Despite the perceived improvements, the same issues and actions are target areas for further 

development or broader implementation: 

 HR Excellence in Research logo is beneficial in EU funding, especially in Marie Curie Innovative 

Training Networks projects, but also in other H2020 projects. 

 UTU has participated in the EU framework programs (FP) since FP2. In Horizon 2020, UTU has so 

far secured 16 projects. UTU coordinates 2 consortia and is a partner in 6 consortia. 

 In FP7, UTU received funding of over 31 million Euro with 80 projects of which UTU coordinates 

10. In FP6, UTU participated in 48 projects. 

 In the new UTU Strategy for 2016–2020, numerous actions of its 16 Policy Programmes are in line 

with Charter & Code recommendations. The focus of the development work has thus shifted from a 

separate HRS4R project to UTU own strategic development. 

Elena Gorbacheva mentions that she has several further questions and ideas, which she would like to discuss 

further during the upcoming physical project meeting. Jani Koskinen asks to send the questions in advance, 

so that he could first discuss them at UTU internally with the person responsible for the HRS4R 

implementation. 

7.7 Closing remarks 
Elena Gorbacheva concludes that HRS4R implementation is extremely beneficial, as it triggers the 

improvement of the overall recruitment strategy at an organisation. 
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Elena Gorbacheva says that it would be an additional success factor of the EQUAL-IST project if the local 

project coordinators manage to motivate the HRS4R implementation at the university level. Such 

implementation would also partially ensure sustainability of the designed GEP, as HRS4R includes gender 

mainstreaming. 

Another aspect mentioned by Elena Gorbacheva is that certain aspects of HRS4R can be implemented within 

the EQUAL-IST project during the internal assessment etc. Elena Gorbacheva proposes to dive deeper during 

the upcoming Capacity Building Session into how HRS4R can be applied to the EQUAL-IST project. 

Elena Gorbacheva flags that Katalin Kalai has mentioned that within the TOP III project training sessions 

raising awareness about gender issues are conducted for the project participants. Elena Gorbacheva 

suggests that in 1-1.5 years the EQUAL-IST project could maybe also participate in such sessions, sharing 

results and experiences. 

Elena Gorbacheva will share the meeting protocol and the meeting recording with all partners. Partners are 

encouraged to note the questions and discussion points, which they can raise during the upcoming physical 

project meeting (a 30-minute slot is planned for the discussion on establishing synergies with the EURAXESS 

initiative and network). 

Elena Gorbacheva announces that the 2nd Webinar will take place in M35 (April 2019), but the collaboration 

with EURAXESS will go on during all the time between the webinars. Elena Gorbacheva encourages partners 

to contact her if they have any ideas for collaboration with EURAXESS in addition to those agreed upon 

during the Webinar or would like her to connect them with someone from EURAXESS. 

Elena Gorbacheva thanks all partners for joining the Webinar and encourages partners to contact her if they 

have any further questions or comments. 


