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ABSTRACT 
This report presents the second phase of the work package “Raising organizational awareness” in which four 
European higher education and research institutions investigated how to foster and increase gender awareness 
within each partner institution. The goal of the process documented in this report is to facilitate structural and 
cultural change by the means of organizational statistics.  

Part A of the report summarizes the partners’ reflections and evaluation of the process and highlights 
recommendations that can guide universities and research institutions in different parts of Europe to work with 
collecting organizational statistics that are useful for gender equality work. Part B focuses on each partner’s 
description of the process during which gender statistics were used to stimulate and support discussions, reflections 
and debates as they provide evidence and facts on gender biases. Ultimately, they provided the baseline to start 
planning and formulating gender action plans.   
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INTRODUCTION 

According to the approach adopted in the EU project Female Empowerment in Science and Technology 
Academia – FESTA, environments which empower women are environments which empower both 
people and generate new and diverse ideas, which in turn benefit the society as a whole. To this end, 
raising awareness of the actual and prevailing gender imbalance is considered to be a crucial step 
towards true diversity and gender equality in academia.  

This toolkit is part of the task Raising Organizational Awareness1 that specifically aims to foster and 
increase gender awareness within each partner’s organization and to facilitate structural and cultural 
changes by means of organizational statistics. We chose this approach because statistics are 

considered useful tools in 
underpinning arguments, 
providing material for discussions 
on gender and dealing with 
resistance. Moreover, statistics 
are helpful in contributing to 
evidence-based policy making and 
are a starting point for reflection, 
dialogue and a spur to action. 
Certainly, whether action is in fact 
taken also depends on other 
factors, such as organizational 
politics, commitment to gender 
diversity, and institutional 
leadership endorsement.  

The task is divided into two main 
phases. The first phase, 2012-
2014, was mainly concerned the 
identification of indicators that 
described the dimensions along 
which data are defined, the 
collection of related gender data 
(when they are not already 
available) and the preparation of 

1 FESTA is funded under the 7th framework programme of the EU. In its five year span 2012-2017, the project aims to see:  
1) female researchers encouraged to stay and make a career in Academia; 2) the creation of organizational environments
where the competence of all employees are valued and fostered; 3) well-functioning working environments that welcome a 
diverse group of employees at all levels. 

The work package in brief: 
“Raising Organizational 
Awareness” 
Objective:  
Implementing change in the partner institutions 
through raising gender awareness 

Partner institutions:  
Uppsala University, Sweden [UU] 
University of Southern Denmark, Denmark [SDU] 
RWTH Aachen University, Germany [RWTH] 
FBK // Fondazione Bruno Kessler, Italy [FBK]   

Main phases:  
2012-2014: collecting and preparing statistics using 

existing organizational statistics, data and equality 

measures and supplementing these with gender 

sensitive data 

2014-2016:  raising awareness in selected units and 

organizational contexts where the collated data 

serve as a starting point for dialogues, debates, 

reflections – and ultimately actions. 
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Raising awareness 

gender statistics. Related contents are contained in the 3.2 toolkit “Toward raising organizational 
awareness” that serves as practical inspiration on an everyday level for those who are grappling with 
how to collect and present organizational statistics as an opening to changing the ways of doing and 
understanding gender in organizations. In the report, we accounted for the theoretical and 
methodological framework for our choices and approaches as well as providing a methodological 
manual with the description of the tools developed and used for collecting and understanding data 
and for turning figures into awareness2. 
 
During the second phase, 2014-2016, gender statistics were used to stimulate and support discussions, 
reflections and debates as they provide evidences and facts on gender biases, transmit knowledge and 
provide baselines. They thus served as material for debates/dialogues that constituted the arena for 
data dissemination, exchange of perspectives, evaluation of on-going processes and for the planning of 
actions and/or policies concerning gender equality conditions in working environments. Debates and 
dialogues set the frame to create the conditions for involving stakeholders (both the management, 
from the top, and the researchers, from the bottom) in the process moving towards gender equality, 
so promoting engagement and awareness on the topic under discussion. Over and above the 
presentation of the statistical findings, the dialogues were in fact designed and conducted according to 
participatory and inclusive meeting practices, as defined by creativity, innovation and change 
management literature and practices – yet adapted to the specific context and situation of each 
meeting and its participants.  

In our task we identified five steps of 
the process of raising gender 
awareness, which take place in an 
iterative cycle. The mapping of the 
gender inequalities by means of 
organizational gender statistics [1] 
allows for the analysis of gender 
equality conditions and possible 
specific biases [2]. Outcomes are 
presented and discussed during 
debates and dialogues organized with 
relevant actors, which end up with the 
formulation and planning of gender 
action plans [3]. Related gender 
actions are then implemented, with 
the support and endorsement of the 

management [4].They mainly involve measures, policies and strategies to be undertaken if gender 

                                                            
2 If you are interested in the development of the indicators and the different approaches the partners chose, please refer to  
WP3.2 Deliverable: Towards Raising Organizational Awareness: http://www.festa-europa.eu/sites/festa-
europa.eu/files/3.2.1.%20Towards%20raising%20organizsational%20awareness%20-%20toolkit.pdf 

[1] Mapping 
gender 

inequalities 

[2] Analyzing 
conditions 

[3] Formulating 
objectives/action 

plans 

[4] Implementing 
measures 

[5] Evaluating the 
outcome 
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equality condition and gender monitoring in working environments are to be achieved. Once 
implemented actions need to be assessed and monitored again in order to verify both their feasibility 
and effectiveness [5].  
 
 

STRUCTURE OF THIS REPORT 
This report specifically presents the second phase of our work package and is structured into two parts.  

 

Part A introduces the reflections on the process we followed to reach the aim of our task and points 
out the evaluation of our efforts and achievements as well as a set of lessons learnt and consequent 
recommendations on the process of raising gender awareness. For reasons of reader-friendliness, we 
considered that having this section first may help to better understand the different starting points of 
the four participating organizations and, therefore, to have the descriptions of the different processes 
as detailed as necessary in the following Part B where the reader can dive into the concrete situations. 
Situated in four different legislative settings, all partners share positive and negative experiences 
equally when trying to push gender equality further. For two partners [SDU and FBK] establishing a 
gender monitoring system was a rather new task while for the other two organizations [RWTH and UU] 
the challenge was to deepen the understanding of equality work as an ongoing task. 

 

Part B presents the reports of each partner organization following a more detailed documentary 
approach rather than an interpretative one. First, organized dialogues and the involved stakeholders 
as well as the elaborated gender actions plans are described; then, the evaluation of both indicators 
used in the monitoring phase and the gender action plans are detailed. This section provides scripts 
that can help readers if they are planning an awareness raising campaign at their organization or if 
they want to do research and would like to have some firsthand information. The idea is to learn from 
each other or to receive input from other partners.  
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PART A: REFLECTIONS AND LESSONS LEARNED 
 

REFLECTIONS 

The different ways of using organizational statistics as 
starting points for reflection, awareness raising and for 
taking actions are apparent in our work to ensure that 
change is implemented in four European research 
institutions. In the Swedish and German organizations 
the dialogues related to statistical indicators and 
gender imbalance were not new, and action plans on 
gender equality already existed. In the Danish and 
Italian organizations they also had gender related data 
from the start, but the FESTA project nevertheless 
represents the first attempt to look at gender statistics 
systematically and in depth. In these countries the 
dataset as such raised awareness of the actual and  

 
prevailing gender imbalance, while the  
attention of the FESTA teams in the Swedish and 
German organizations were more directed to 
sustain the existing indicators and develop 
additional indicators as well as to support the 
departments in developing serious and effective 
gender equality plans. Gender action plans are 
new in the Italian and Danish organizations, 
which turned out to be an advantage as they 
could not only discuss the improvement of 
gender equality work that had already been 
implemented and firmly established in the 
academic workplace, but also discuss all gender 

related findings, qualitative and quantitative, of different FESTA tasks from the start.  
 
The differences between the four partner institutions are very important to keep in mind. For 
example, equal opportunity laws, guidelines and policies, equal opportunities representatives and 
officers, and organizational gender focus, which were already in place at RWTH and UU, were 
practically non-existent in FBK, where the FESTA project represents the very first attempt to introduce 

Fondazione Bruno Kessler, Italy 

Starting Point  
No gender action plan was in 
place and no gender equality 

structures (office, board, unit, 
committee) were present.   

Goal of selecting indicators 
Set up and establish a gender 
equality monitoring system in 

the research working 
 

University of Southern Denmark  

Starting Point  
Gender Equality Act in the 
workplace since 2013 

 Goal of selecting indicators 
Establishing a first ever baseline 
for gender equality indicators. 
Establishment of database with 
gender related data. 
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structural changes. SDU was somewhere in between, with national policies and legislation in existence, 
one equal opportunities specialist, but only for a while, and a Central Equality Board under the Rector 
with action planning.  
 
Gender data 
Another important national difference is the selection 
of gender equality indicators and their news value. This 
shows how different the four partner institutions are 
regarding starting points, approaches and strategic 
objectives: SDU and FBK were able to roll out entirely 
new data in the fields of working conditions, career 
development, research and work/life balance and when 
presenting these new facts, which for FBK took place in 
the context of other FESTA tasks, ideas on how to 
proceed with gender equality measures and initiatives 
were generated and implemented. At UU, a tool or  

 
indicators for gender equality that measure 
gender distribution in ten areas at the University 
was introduced already in 2011. Thus, most of the 
indicators had already been selected before 
FESTA. The strategy to almost exclusively base 
indicators on statistics from UU’s own data 
systems regarding employees and students 
created a shift towards the areas of organizational 
and HR development. At RWTH, where the 
process on monitoring numbers, structures of 
employees and gender equality activities already 
had been going on for some time, the approach 
was directed towards including new indicators 
into the already existing strategy. The indicators, 

some of which represented new and/or sensitive facts, were contained in four main fields of action: 
research, teaching, personnel development and organizational specifics.  
 

RWTH Aachen University, 
Germany 

Starting Point  
Gender equality legislation 
concerning public institutions 
since 1999, gender equality plan 
updated triennially at RWTH, 
equal opportunities action plan 
in place  

Goal of selecting indicators 
Comprehensive extension of the 
existing gender monitoring 
system 

Uppsala University, Sweden 

Starting Point  
Gender equality legislation in 

the workplace since 1980 and a 
legal obligation to periodically 

establish gender equality plans 
since 1992 

Goal of selecting indicators 
Piloting new applications of the 
already existing gender equality 

indicators in three different 
departments  
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The objective of the task was raising awareness of gender inequality and imbalance and changing 
collective mindsets in relation to data sets. It became apparent that most people at UU and RWTH 
were already conscious of the status quo, even though the new figures on research funding and 
success rates of female researchers in appointment processes for professorships were of interest for 
the academic staff at RWTH. Also the reasons for gender inequality and actions to fix the problems 
had, to varying degrees, been discussed before FESTA.  
 
Maybe those countries which have a permanently established gender equality organization, as well as 
targets and strategies for the work on gender equality are less interested in discussing gender equality 
plans based on statistics, even if engagement seems to vary between different groups and indicators. 
This would explain the indifference of some of the target groups – researchers at RWTH and UU—
towards integrating new indicators into the existing systems. At these institutions, action plans have 
been obligatory for many years and might be seen as something of a compulsory administrative 
procedure.  
 
After the collecting phase, the implementation phase at RWTH and UU very much dealt with improving 
gender mainstreaming3 with data analyses and gender monitoring rather than changing mindsets, 
even if these two go hand in hand in that mindsets very likely change as these processes are put in 
place. The discussions were about developing a process for working with the gender equality 
indicators from the FESTA project in order to improve and revive the regular gender equality work. The 
debates at FBK and SDU were rather set to make the target groups aware of gender inequality and 
imbalance and thereby change their mindsets to initiate and organize gender equality work/actions in 
a similar way to UU and RWTH.  
 
In SDU and FBK, the awareness raising task actually was an important contributor to changing 
organizational mindsets and practices. When the task was presented as part of the FESTA project (and 
linked to its other tasks), gender issues could be discussed. SDU and FBK also worked very consciously 
with not only presenting the statistical data, but also by using participatory and collaborative large 
group methodologies to structure the dialogues. They involved both the research staff, from the 
bottom, and the management, from the top.  
 
Location in the organization 
In FBK the FESTA team is situated at the General Secretariat and this location allows them to have 
access to all FBK research centers. They invited all personnel to take part in the dialogues as well as 
different relevant FBK actors (including the trade unions’ representatives). At SDU the FESTA project is 
anchored in the management and general administration of the Faculty of Science. They have worked 
closely with the Heads of departments and other key bodies of the Faculty. There, not only the FESTA 

                                                            
3 EIGE’s definition of gender mainstreaming: http://eige.europa.eu/gender-mainstreaming/what-is-gender-mainstreaming 
 

http://eige.europa.eu/gender-mainstreaming/what-is-gender-mainstreaming
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team and the Dean facilitated discussions on the basis of the presentation of findings, but also the 
Heads of departments, which is promising for the feasibility and sustainability of the FESTA results. 
Moreover, since 2013 FESTA activities have been used as pilot project in the Gender Action Plan of the 
Central Equality Board at SDU. 
 
At RWTH the FESTA team is situated at the Rectorate Staff Unit (Integration Team – Human Resources, 
Gender and Diversity Management). The FESTA work is, therefore, part of the University’s general 
equality and diversity strategic work and thus mainly directed at the policy-making level and the 
rectorate and faculty managements. At UU the FESTA team is situated in the HR Division, since the 
FESTA work is conducted at the departmental level. The HR Division has gender, diversity and 
antidiscrimination as a main field of action and the work of the FESTA team has mainly consisted of 
practical advice to groups for gender equality/equal opportunities at the departments. 
 
In general, the interest in discussing the application of the indicators in the continuous gender equality 
work, even if not overwhelming, was stronger at RWTH than at UU. Indeed, a few indicators were 
integrated in the gender equality plans at UU, to a large extent due to the department groups being 
action-oriented and/or spurred by the task. However, researchers were generally not very keen to 
improve their ordinary gender equality work with statistics and indicators, maybe partly because the 
initiative was seen as coming from the HR division. The indicators were initiated by the University’s 
former central gender equality committee, and implemented and managed by people who work in the 
University’s administration. This lukewarm response to the indicators was different compared to 
RWTH, where the introduction of a gender monitoring system has progressed further. The differences 
between the Swedish and German organizations as to which people were involved in the dialogues 
probably play in here. While most dialogue partners were from high managerial level in science and 
university administration at RWTH, the FESTA team at UU had most discussions with department 
gender equality/equal opportunities groups.  
 
At UU the task involved hands-on help with writing gender equality plans rather than using gender 
statistics to promote debate and raise awareness. This was probably a good solution as the 
researchers encouraged the FESTA team to even more concentrate on suggestions for concrete actions 
related to different indicators. If people are already aware of gender inequality and imbalance, they 
will hardly be awakened by the indicators, and if they think that gender inequality is problematic, they 
will rather use the time to discuss solutions than investigate the rather complicated indicator tool 
further. The existing data already played the role of alarm signals, or were not particularly alarming as 
such. 
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EVALUATION OF OUR EFFORTS AND ACHIEVEMENTS  
When it comes to evaluating our efforts and achievements, UU and RWTH were different from SDU 
and FBK. At RWTH and UU, the awareness raising task had a low impact on gender equality, even if it 
has resulted in the implementation of indicators in action plans to monitor gender equality. The raising 
of awareness task was only one of the activities involving gender equality that had been going on. The 
task, thus, has been a contribution to ongoing gender equality work at both institutions, but not an 
influential factor as such. The idea of conducting dialogues on the basis of indicators and statistics was 
interesting as it could reveal gender patterns and initiate change efforts, but it also brought in a top-
down approach to the gender equality work and thus could limit measures to those of a kind that 
could be counted or that suited predefined indicators. Indeed, enforcing integration of indicators in 
action plans to control and monitor gender equality work can be directly counterproductive and may 
raise more resistance than goodwill, especially if the control units for the personnel data systems fail 
to maintain and annually update the indicators.  
 
At SDU the collection of data and the discussions concerning gender, also when it comes to other 
FESTA activities, have gradually led to a much more widespread acceptance of gender issues. The 
FESTA statistical report is the first of its kind in a Danish University context and has served as an 
inspiration for the first annual gender equality status reports and action plans for all the departments 
at the Faculty of Science. The faculty has also finalized its first ever strategy on gender equality. This 
has been implemented in a context where it is not even mandatory to have gender equality strategies 
and action plans. At FBK the task has had an even greater impact in the sense that they, in addition to 
the proposals and the implementation of many gender actions/policies, also have managed to include 
the selected indicators into a database - that is a repository of integrated data from disparate sources, 
designed for data query processing.  
 
One of the rationales for collecting gender-related quantitative data was to find facts to qualify 
discussions on gender and deal with resistance. At SDU and FBK the awareness raising task functioned 
well in this respect. When SDU presented their findings in a statistical report, they also prepared a few 
powerful slides for the facilitators of the dialogues and included data from SHE figures to underpin 
their findings. This was powerful as their data showed the same tendencies as European statistics. The 
success of the task at FBK might partly be due to their more holistic approach of combining discussions 
about gender data with discussions about other FESTA tasks. RWTH and UU did not meet any active 
resistance when doing the task. At UU the lack of discussion probably had to do with seeing the 
indicators as an administrative rather than a strategical tool. This was contrary to FESTA’s idea with the 
task of raising awareness and might partly be explained by the selection and presentation of 
indicators. For example, in the context of deciding which indicators to include in the dataset, both 
prior to and within the FESTA project, UU did not include the more edgy or controversial indicators 
referring to the core activities of the university, teaching and research (for example important career 
predictors such as resource allocation). At RWTH, in some meetings only the figures on research 
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funding and appointment processes were of real interest to the dialogue partners. However, in regard 
to gender mainstreaming, combining gender equality with base line statistics is probably needed. The 
problem is making this combination powerful when it comes to promoting women’s careers – and if it 
becomes effective, resistance may also occur. 
At SDU and FBK, the statistical indicators of gender equality was pioneering work and being new, but 
relevant for designing and implementing actions related to those statistics, interesting enough to 
stimulate discussions. There, the proceedings from this task could serve as the basis for other FESTA 
tasks, in that the collected material was used to open up and qualify the need to take action. In a way, 
SDU and FBK were doing something that had already been started at RWTH and UU, and the statistical 
tools are useful in that kind of gender equality work. It is too early to say whether the actions related 
to those statistics also will promote women’s careers – and if they do, the more holistic approach to 
combine different FESTA tasks and involve larger groups with more stakeholders will probably be an 
important contributing factor.  
 
When it comes to integrate a sustainable use of the available indicators, the challenge each partner 
institution faces is somewhat different. At SDU, gender equality has become a priority for the Faculty 
management and the annual gender equality status reports and action plans are used as leadership 
tools, but the data collected is a one-off activity. The data for the years 2013-2014 has been manually 
updated. However, the Management Board at SDU has decided on an action to be conducted by the 
Central Equality Board: to look into the establishment of gender statistical measures for the whole SDU 
and the establishment of a database. Hopefully the new database will make the manual update 
unnecessary. FBK has already organized gender equality data into a database. Their challenge is rather 
how to proceed with gender policies and actions after FESTA, especially considering that the gender 
actions are based on other partial results of the FESTA tasks. At UU the key challenge is to bring about 
a new display tool for the existing gender data and to make relevant gender equality indicators part of 
UU’s gender mainstreaming efforts. RWTH has the challenging task of completing the process of 
integrating a sustainable use of more gender-relevant indicators, following a gender mainstreaming 
approach. If they succeed in this, they will stand out in a sustainability perspective. 
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RECOMMENDATIONS AND LESSONS LEARNT  
We have learnt a number of lessons during our work with developing and collecting statistical 
indicators, conducting dialogues and implementing actions. We have developed recommendations 
that can guide universities and research institutions in different parts of Europe to work with collecting 
organizational statistics that are useful for gender equality work and what to be aware of when 
conducting dialogues and deciding on gender actions. 

Some learning is more relevant for an organization which has not yet worked with gender equality in a 
structured way, and some experiences are more relevant for an organization with a long history of 
working with gender equality.   

DATA COLLECTION AND STATISTICS 
 Statistics have to be reliable 

 
Objective data are necessary to give evidence of possible 
(gender) biases. Data and related statistics have to be 
reliable in order to provide consistent descriptions of the 
gender situation in the working environment and avoid 
imprecise and misleading representations. Big efforts are 
thus required to address detailed work on data structuring, 
storage, cleaning and update. 
 

 Focus on a core set of 
indicators  

 

The indicators should highlight the most important facts. A 
too theoretical approach most certainly will not reach its 
goal. By deciding on a limited number of indicators, the 
structural shortcomings should clearly be visible so that the 
institution can react and concentrate on resolving these 
issues. 
 

 Be careful in selecting 
performance indicators 

 

Selecting appropriate and useful performance indicators 
such as research production and funding requires careful 
thought. There is a particular risk of misinterpretation that 
can worsen the acknowledgement and assessment of 
female researchers. For example, women are often less 
successful in obtaining research funding than men and this 
partly explains why women are still underrepresented in top 
academic positions. Several studies reveal that gender 
affects awarding of research funding.  However, for some 
academics the distribution of research funding between 
women and men indicate that men have superior research 
qualifications compared to women. 
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 Be careful not to waste time in
endless discussions on the
construction and quality of the
indicators

The indicators undeniably facilitate the gender equality work 
by giving access to gender equality figures and reducing the 
dependence on enthusiasts who have to compile the figures 
themselves. However, this released time has to some extent 
been replaced by discussing the construction and quality of 
the indicators, by understanding the indicators and finding a 
reasonable way to work with them, and also by further 
rounds of quantitative analysis for certain kinds of indicators 
(over and above qualitative analysis that is always required).  

 Quantitative data needs
qualitative data

Quantitative findings need to be supplemented with 
qualitative measures that can make visible the norms and 
values prevailing at the institution. A too narrow focus on 
quantitative data may even be an obstacle to discuss gender 
issues in terms of power and interpretative prerogative. The 
gender equality work risks being perceived - and neutralized 
- as a conflict-free bureaucratic operation rather than being 
something that challenges the norms and power structures 
(Powell 2015)4. Qualitative data is, thus, a necessary 
prerequisite for a university to be able to work with gender 
equality in a strategic way. 

DIALOGUES AND DATA PRESENTATION 

 Plan dialogues carefully with
key individuals

Discuss in advance with key people how to present the 
statistical findings, how to engage and include the people at 
the department etc. 

 Include striking data in
invitation mails to catch
attention and choose
keywords with the target
audience in mind

It could be useful to include striking data in the invitation 
email related to gender to catch the attention. Keywords 
need to be chosen with the target audience in mind and 
inclusive communication is recommended; for example, 
emphasis on data on women’s working conditions could 
hinder the participation of male colleagues. 

4 Powell, Stina (2016). Gender equality and meritocracy. Diss. (sammanfattning/summary) Uppsala : Sveriges lantbruksuniv.,
Acta Universitatis agriculturae Sueciae, 1652-6880 ; 2016:17  

http://pub.epsilon.slu.se/13077/
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 Present data in a clear way by
using few but powerful slides

Put effort in the choice of the graphs, charts or tables used 
to convey your information and efficiently deliver the 
message. Infographics are recommended. Use a few but 
powerful slides with few selected data. If more than one 
issue requires to be considered, we suggest organizing more 
than one meeting in order to keep them short and focused 
on one theme each. 

 Present a few edgy  indicators
based on new facts

Just introduce a few edgy and controversial indicators, such 
that show if mind-sets match with datasets. Preferably new 
facts that clearly reflect the career opportunities in research 
for men and women. If the data indicate unequal career 
opportunities, people get motivated to take action. If the 
data indicate gender equality progress, the feeling of being 
capable of putting things in motion is created - it is equally 
important to present signs of success as setbacks.  

 Present data in different ways
depending on gender
representation

The gender equality indicators should be addressed in 
different ways depending on the gender composition of the 
workplace. It is better to consider alternative indicators in 
departments where there is gender balance at many 
academic levels and the existing indicators do not play the 
role as alarm signals.  

 Do not present the indicators
in a criticizing and explanatory
way

 Be attentive towards personal
sensitivities

Discuss actions to improve and do not explain, but let the 
department/faculty etc. come to the conclusions 
themselves. 

It is important not to accuse somebody personally for not 
reacting to gender imbalance or inequality but to focus on 
the change that is needed. This creates a mindset of 
common action and refocuses on the topic rather than the 
people. 
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 Identify relevant stakeholders
within your organization

 Conduct regular meetings
with stakeholders

Within the organization, identify relevant stakeholders to 
whom to address the policy proposals as well as the 
appropriate actors who have the power to evaluate and 
implement them. This implies to have a clear picture of the 
internal power structure and competences. 

Regular meetings with the relevant stakeholders are 
suggested in order to maintain the emphasis on the 
relevance of a gender action plan, its implementation and its 
assessment.  

 Boards and management
should follow-up with the
implementation on an on-
going basis

Formal procedures for internal reports from departments 
and institutes to boards and upper management should be 
established, which make it possible to monitor the gender 
composition among scientific staff and follow the gender 
balance. It is also important to ensure backing from 
managers at department and institute level and to follow up 
via systematic reporting of key parameters in the action 
plans. 

 Use an inclusive approach
when designing policies and
gender actions

Proposal of gender action plan requires a mix of bottom-up 
and top-down approach; it requires both the involvement of 
the researchers who are the subjects mainly affected by the 
gender policies and the endorsement of the decision-makers 
who have the power to implement and formalize policies. 

 Publish regular statistical
reports

The publication of regular statistics reports represents a 
strategy both to updated data and monitor the gender 
equality situation over the course of time and to continue 
raising awareness about the issue. 

GENDER ACTION PLANS AND MONITORING 
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 Connect the various gender
monitoring systems

If there are different gender monitoring systems in place, 
cooperation between the respective actors is very 
productive as they all work towards the same goal.  

 Gender equality as a focus
area for management

It is crucial that upper-level management at research 
institutions place gender equality on the agenda as a top 
priority when developing strategies for their institutions. 

 Think about action not only
about drafting

Everyday gender equality work sometimes is mere desktop 
work which is important of course but still, change needs 
action. So it is as well important to implement the actions 
that are outlined in strategies and to monitor whether 
actions are being taken. 
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PART B: PROCESS DESCRIPTIONS AND GENDER EQUALITY PLANS 

Our ultimate goal of this task is to raise awareness - and find out how we can do that in a 
comprehensive way based on statistics. In each of the partner institutions, a process on developing 
and integrating indicators/statistical data to detect inequality was initiated in 2012. Partners evaluated 
the indicators, which problems showed up and what these problems told us5.  

Part B is a description of the second phase of the task where the collected statistical data served as 
starting point for dialogues, debate, reflection and ultimately actions. It was an interesting phase 
where we got the possibility to debate and discuss the figures with researchers in order to address 
gender differences and gendered patterns and to start discussing ways to ensure the incorporation of 
the potential of the entire work force. 

These dialogues again served as the starting point for development of action plans in units together 
with Head of Department, managers etc. depending on where FESTA is situated in the different 
institutions. Each partner has developed actions plans and has implemented the actions defined in the 
plans. 

The following section includes detailed process descriptions of what has been achieved in the different 
partner universities or research institutions with regard to the outcome of dialogues, the evaluation of 
their indicators and eventually how or if action plans were established. Each chapter is organized 
slightly different as every institution started at different points in their organizational implementation 
of gender equality and the process evolved into different directions. This is also the reason why there 
is no common list of indicators created for all institutions. How the implementation of these indicators 
and a gender monitoring system was seen and discussed is described in the chapters below.  

5 WP3.2 Deliverable: Towards Raising Organizational Awareness: http://www.festa-europa.eu/sites/festa-
europa.eu/files/3.2.1.%20Towards%20raising%20organizsational%20awareness%20-%20toolkit.pdf 
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FBK FONDAZIONE BRUNO KESSLER 

DIALOGUES AND ACTION PLANS 
Dialogues 
In FBK we planned and organized two types of meetings: one dedicated to data collection and 
organization, the other one dedicated to dialogues based on statistics. 

Since the identification of relevant indicators, occurred during the first part of the task, several and 
constant (back office) meetings took place with relevant key people in order to work on indicators, 
relevant datasets and data processes. Meetings were operational in nature and involved a few 
relevant actors at a time. Participants were mainly the staff of the HR unit and of the Infrastructures 
and Corporate Assets unit, as they are the institutional owners of the data, together with a person 
belonging to the FESTA team. Also 
preliminary meetings with the heads of the 
two units took place in order to ask for 
their collaboration and for the permission 
to use data within the FESTA project. 
The operational meetings mainly involved 
decisions to be taken about the selection 
of indicators (each singular indicator was 
considered) and the availability of related 
data, their reliability and value/cost of their 
sustainability as well as the cleaning of 
already existing datasets and the 
organization of the collection of new data, 
considered as relevant to further analyse 
the gender equality conditions in FBK. 
Meetings focused also on data integration 
and data import into the newly adopted HR 
data management software, able to 
integrate data from multiple different 
sources and provide a unique storage.  
Work on data is relevant as it allowed for 
quantitative descriptions of different 
aspects of FBK working conditions and staff 
structures, according to a gender 
perspective. Although quantitative data, 
alone, are not sufficient to provide a comprehensive analysis of the investigated issues, i.e. gender 
equality conditions in the organization, their advantage is to provide an easily accessible and 

Table 1: Indicators used at Fondazione Bruno Kessler
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measurable framework, highlighting those aspects that represent (gender) biases and that require 
more in-depth understanding. They play the role of alarm signals and constitute materials that serve as 
basis for dialogues and discussion within FBK. We can thus conclude that the utility of the gender 
statistics is both to raise consciousness and to guarantee a continuous monitoring of the gender 
equality status of FBK.  

The scope of dialogues is to raise organizational awareness on gender issues, by means of the 
presentation of gender statistics, and contextually fostering discussions with different target people 
who, depending on their roles and positions, offer different perspectives and insights. Statistics were 
based on data available in the databases at the time of the organization of the meetings and pointed 
out gender differences as far as working positions, contractual terms, leadership roles, salaries, 
scientific outputs, educational qualifications nationality and age is concerned.  

We planned dialogues according to two approaches – bottom-up and top-down – and according to 
one principle – the sharing of views that leads to a shared gender plan; we thus involved both the 
research staff, from the bottom, and the management, from the top, in the definition and planning of 
the dialogues. As expected, different approaches to the dialogues emerged and they all provided 
specific points of view and perspectives. Contributions helped to highlight formal directives and/or 
legal constraints, to guarantee institutional support, to formulate proposals and ideas, and to improve 
processes. 
Specifically, the aim of the meeting with researchers and head of research units was to present gender 
data regarding FBK personnel and foster shared discussions directed at proposing policies and/or 
actions able to challenge the evidenced gender gap in some phases of a researcher’s career and in the 
decision-making processes. We considered the involvement of the actors who are the subject of a 
policy to be fundamental for ensuring its positive implementation and consequent impact.  
The meetings with the top management represented a relevant step both to create gender awareness 
and to present the approach and process we intended to follow and to have their endorsement and 
support in the following implementation phase of policies/actions. 

We organized the following dialogues: 

[1. Sui generis Lunch] Three dialogues, organized during lunch time, with researchers addressed three 
main issues, respectively: (i) gender gaps in FBK pointed out by gender statistics and proposals for 
possible corrective policies towards a balanced gender representation in each step of the career (ii) 
evaluation of scientific excellence and its presumed gender neutrality; specifically, the discussion 
focused on the causes of discrimination and bias and on how it is possible to mitigate specific biases of 
a scientific excellence evaluation model, (iii) inclusivity and transparency in the decision-making and 
communication processes. 
[2. Human Resources] The presentation and discussion of gender statistics with the HR staff provided 
the occasion to receive feedback, according to a specific HR perspective, on the management of the 
human resources in each step of the career i.e. recruitment, career development and promotion, 
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competence evaluation. Discussions focused on possible corrective actions to avoid gender biases and 
promote gender equality.  
[3. Top management] Three meetings were organized with the General Secretary and the head of HR, 
with the directors of the two main scientific research centers. Each of the meetings included a 
discussion on the most significant gender gaps in order to stress the relevance of the issue we are 
monitoring. Then, we shared with the two directors the planning and scheduling of the following 
FESTA awareness events and we asked for their support in organizing the meetings with the two 
research boards – made up of the heads of research units.  
[4. Research board] With the collaboration of the Directors, we organized two meetings respectively 
with the two research boards of the scientific research centers. During each of them, we presented 
gender statistics on FBK personnel and suggested three thematic areas of discussion that emerged as 
relevant during the previous meetings: recruitment, career trajectories, and work/life balance. We 
invited attendees to participate in sub-groups of 5/6 people each and to discuss further the proposed 
topics. At the end of the three hours meetings, each sub-group presented a set of proposals, within 
the assigned topic, for supporting gender balance at different stages of a researcher’s career. We also 
received relevant suggestions for improving the quality of data, as well as indication for relevant 
indicators and related data that were not included in the statistics, yet.  
[5. Trade union] We met twice the trade unions’ representatives. During the first meeting gender 
statistics were presented to the trade union representatives to make them aware of the gender 
situation in FBK. During the following dialogue, we presented them the set of proposals for policies 
and actions towards gender equality in FBK - collected during the debates and selected by the FESTA 
team – and we discussed their feasibility and sustainability in our institution.  
As for the methods used to conduct the meetings, meetings [3] and [5] took the form of structured 
dialogues mainly aimed at sharing points of views, institutional constraints and organizational tasks. 
Differently, during the dialogues [1], [2] and [4] we applied the Open Space Technology methodology6 
in order to receive proposals for gender-related policies, according to a bottom-up approach. 

Action plans  
During the dialogues, participants presented several proposals of gender actions oriented at 
supporting gender equality. We collected them and classified them into four themes: cultural change; 
leadership; recruitment and career development. The main actor responsible for the implementation 
of the following action is the HR staff with whom the FESTA team worked in a very close contact. 

6 OST is a workshop design tool to use when the situation at hand includes a group of people dealing with complex and 
potentially conflicting material; it is a facilitation method in which people can identify specific issues on a given topic, self-
select into discussion groups, and work with others concerned with the same issue. We think OST can be adapted to gender-
related issues within organization as these are often controversial, complex and multifaceted and can potentially and 
transversally be of concern to all the personnel of an organization.  
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Awareness and training 
Objective Increase gender and diversity awareness and its possible implications on the 

organization wellbeing. 
Action [a. TRAINING] Organise training course on negotiation, self-confidence, assertiveness, 

self-promotion, leadership with an attention to diversity, in general, and gender, 
specifically. Use of teaching materials on gender issues. 
[b. STATISTICS] Diffusion and sharing of updated gender statistics of FBK personnel 

Mobility programme 
Objective Increase the inclusivity of the Mobility programme, i.e. an FBK program addressed to 

promote the international mobility and support the career development of the 
research staff at any stage of their career. Mobility is also considered a good 
opportunity to strengthen FBK links with external scientific institutes and to build new 
collaboration with international partners.  

Action Support the participation of researchers with family load in the program Mobility. 

 Leadership and decision-making
Inclusivity and transparency 
Objective Develop good practices around transparency and inclusivity in the communication and 

decision-making processes. 
Actions [Comparison] Organization of occasions for consultation between management (at 

research center level) and staff in order to increase the level of inclusiveness in the 
decision-making processes by means of the sharing of perceptions, needs and 
expectations of the staff who will be affected by management’s decisions. . 
[Transparency] Sharing agendas and minutes of the main decision-making formal 
meetings. 

Gender balance in the decision-making bodies and evaluation committee 
Objective Encourage gender balance in the decision-making bodies (Board of Governors, 

Scientific Committee… ) and in the evaluation committees. 
Action Monitor the gender balance in the governing committees. For example, ensure the 

presence of at least one woman in committee composed of three members. 

Recruitment of top positions  
Objective Mitigate the effect of the old-boys network; increase the number of women applying 

for top positions. 
Action Selection of candidates for top positions (directors of research center, heads of unit) 

by means of open calls 

 Cultural change
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Objective Mitigate the effect of the old-boys network; increase the number of women applying 
for research positions. 

Action Publications of calls for research positions on Italian and foreign channels specifically 
targeted at women. For example: European Platform of Women Scientists 
(EPWS), European Centre for Women and Technology (ECWT) 

 Work/life balance
Area 4/2 – 0/100 initiative 
Objective Promote a balance between work and life for the FBK personnel, particularly for those 

with family loads; reduce gender imbalances of family commitments and care. 
Action Strengthen and/or integrate the work/life reconciliation actions that intend to 

develop an organizational culture and policy system aimed at balancing life and work 
load. 

EVALUATION  
Evaluation concerns both (A) statistics and (B) gender actions/policies. 

(A) Statistics 

The evaluation of statistics is twofold: it relates both the organization of data as well as specific 
indicators and related data collection.  

Data organization 
FBK data on personnel and working conditions used to accomplish diverse and separate administrative 
tasks (e.g., contractual procedures, accounting, budgeting) and they were organized in differently 
structured databases, mainly in singular Excel sheets, managed by specifically appointed employees. 
These conditions did not allow for a direct access to data and for their user-friendly use . The priority 
was thus to: 

- Organize integrated and structured already available datasets in order to be able to merge and 
combine data residing in different sources and provide users with a unified view of these data. 

- Clean datasets and make them intelligible to anyone; 
- Guarantee the access to data independently from the presence/absence of the people who 

originally created the dataset. 
In 2013, according to the priorities, a wider institutional and formal initiative of data organization and 
management started in FBK. The first step was carried out by the HR unit that adopted an integrated 
HR management database software, INAZ, to store, organize and query HR-related data and provide 
users’ internal page where to access personal data and documents. 

Job calls 
 Recruitment and career development
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The second action was supported and coordinated by the General Secretariat and dealt with the 
implementation of a unique and more complex FBK data warehouse (DWH) containing most of the 
FBK relevant data. The management of the General Secretariat, which managed and supervised all the 
work processes, facilitated and allowed for joint and collaborated actions between different relevant 
FBK actors (HR unit, Accounting Unit, FESTA team, Research Assessment Unit). The DWH also 
constitutes a useful leadership tool that allows for measuring and regularly monitoring specific events 
and/or working conditions in FBK. Currently, rich datasets are included in the DWH that is structured in 
the so called Cubes, each dealing with data related to a specific area: Human resources (HR); Cost – 
financial statement; PhD; Research evaluation; Accounting; Business trips; Budget; Directives, 
guidelines.  

More recently, HR also decided to adopt a recruitment software that is a web based platform able to 
manage the overall recruitment process, from the post of vacancies and application of candidates to 
the collection and analysis of data related both to the participants of the calls, to the winners and to 
the contractual characteristics of the positions offered.  

We, the FESTA team, were involved in the above mentioned initiatives and had thereby the 
opportunity to discuss and consequently integrate relevant indicators (identified during the first phase 
of this work package and reported in the first WP3.2 deliverable7 into the DWH, and specifically into 
the HR cubes.  
 
Indicators and related data collection 
First, during the first part of the WP3.2 we did a preliminary evaluation of those indicators considered 
relevant to point out the gender (un)equality situation in FBK and we mainly considered: 

- their availability  
- the effort/value ratio to work on those specific data,  
- their sustainability even after the end of FESTA project. 

Then, participants who attended the dialogues commented on some statistical indicators we used to 
start the discussion on the addressed topic. Specifically, ‘Educational level’ and ‘Seniority’ were 
considered as not reliable and effective in the way they were constructed and collected. We thus work 
on their improvement.  
Educational levels: Much data on the educational levels of FBK personnel were missing and those 
those that were available were not updated and/or incomplete. Together with the Head of HR and in 
collaboration with the Infrastructures and Corporate Assets unit, we thus organized the collection of 
data on the educational qualifications of the FBK staff by means of an online form accessible via the 
FBK internal User Portal. The goal was to set up an informative basis that organizes consistent and 
reliable data, easily accessible to each user and upgradeable by the personnel itself. Before the official 
release of the online form, we conducted beta tests with a sample of researchers. FBK personnel was 

                                                            
7 WP3.2 Deliverable: Towards Raising Organizational Awareness: http://www.festa-europa.eu/sites/festa-
europa.eu/files/3.2.1.%20Towards%20raising%20organizsational%20awareness%20-%20toolkit.pdf 
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asked to reconstruct her/his educational background from the secondary school degree level ("High 
school") indicating its specialization and legal duration. Specialization is divided into three categories: 
general, technical and vocational. For each level of qualification attained subsequently to the 
secondary school level (i.e. bachelor, master degree and PhD), we asked to indicate:  

- the subject area, divided into three levels of detail: general, narrow, detailed;  
- the year of attainment;  
- the legal duration of the course of study;  
- the place of registered office for the entity issuing the educational qualification (i.e. 

educational institution), specifying continent and state; 
- the institution issuing the degree (i.e. educational institution).  

Considering that in FBK there are many foreign researchers or researchers who obtained their 
qualifications abroad, we chose to use the international standard classification of qualifications (ISCED 
2011) for several reasons. Its advantages are the following: it creates a standard system at an abstract 
level; captures the variance of the national programs; allows for the comparability between nations 
(heterogeneity of program systems and measurement) and within the same country over time. 
The Head of HR sent the email (both in Italian and in English) to invite all FBK staff to participate the 
survey, explaining its relevance, and sending the user instructions (also downloadable directly from the 
web form). The web form is continuously available to FBK staff in case they need to update their data. 
To assure that also newcomers provide their information on educational qualifications, information on 
the web form and related user instructions are included in the procedures of the FBK Welcome Office.  
Next step, , is the import of educational data in the HR cube so as to be able to cross this information 
with other relevant data.  
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Seniority: Work on Seniority - meant as the length of service in FBK - is partially accomplished: seniority 
can now be traced back since 2007, that is when Fondazione Bruno Kessler was instituted, replacing 
the Istituto Trentino di Cultura, instituted in 1962. Data related to the situation before 2007 requires a 
big load of work, time and personnel to be employed because the integration of the electronic dataset 
is based on many diverse data collected by hardcopies and file archives. HR unit planned to complete 
the data collection but currently this do not represent a priority.  

Gender actions/policies 
We evaluated the gender actions plans by the progress made with reference to the proposed 
actions/policies. In the following, we point out the output for each area. 

Awareness and training 
Formal policy on training. HR unit wrote a formal policy on training, available on the institutional 
website. The document formally specifies the procedures for several opportunities for training and 
development offered by the HR unit to its employees. This policy is meant as a support tool for staff 
who ask for recognition, enhancement and development of their skills, and support for change 
within their working environment that needs to be as much as possible favorable and attentive to 
the continuous growth and of its human resources. Specifically, the training courses aim to update 
and develop three types of competences: core competences, technical-specialist competences and 
transversal/soft skills. A whole paragraph of the policy is dedicated to equal opportunities and to the 
value of diversity. It states that, even in its training proposals, FBK aims to ensure equality of 
opportunity in the development of its staff and to enhance the diversities that characterize its 
human capital. To do this, in collaboration with the FESTA project (FP7), the planning of the training 
activities pays attention to the trainers’ awareness on diversity-sensitive issues and materials, and to 
classroom activities (group work, brainstorming, role plays, simulations) that consider issues on 
gender stereotypes. The purpose of this gender awareness-related work is the identification of 
gender discrimination mechanisms and the promotion of a culture respectful of diversity, in all 
working contexts and relationships. An effective management and promotion of diversity reflects 

Table 2: Web form used for the collection of qualifications data 
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also on the educational performance results: an inclusive learning environment facilitates in fact the 
increase of the (individual and group) cognitive performances. 
Material on gender issues. Articles on gender issues are currently used as teaching material during 
the English courses organized for FBK staff. 
Statistics. Some statistics (by gender) on the personnel are published on the first page of the 
institutional website, under the title ‘transparent administration’. Work is still in progress and 
additional gender statistics are planned to be published. 

Mobility program 
Changes in the Mobility guidelines. HR unit introduced two changes to the guidelines of the 
Mobility program:  

- in order to facilitate work-life balance, researchers have the opportunity to divide the 
mobility period abroad (of a total duration of 3 to 9 months) into two periods; 

- researchers with family will benefit from an increased contribution to the mobility 
allowance, regardless whether the family moves with the researcher or not. 

The HR unit sent an ad hoc formal email (in Italian and in English) to all the research staff pointing 
out the two above mentioned news. 

Inclusivity and transparency &  Gender balance in the decision-making bodies and in the evaluation 
committee 
A written recommendation is planned to be sent to the decision-makers: 

- indicating two practices that enable the inclusivity and the transparency of the decision-
making and communication processes: (i) the organization of occasions for consultation 
between the management (at research center level) and the research staff; (ii) the sharing of 
the agendas and minutes of selected decision-making meetings. 

- encouraging gender balance in the decision-making bodies, when their members are 
elected. 

The sharing of the document on recommendations is planned in the next few months (summer 
2016); we are currently identifying the most appropriate sender and the specific recipients, as well 
as the relevant decision-making bodies and meetings and relevant discussed issues worth to be 
shared. 
As for the members of the evaluation committees, we integrated the updated version of the 
institutional ‘recruitment guidelines’ with the indication of the gender balance among their 
members. It will be published and formalised in Autumn 2016, after the approval of the Board of 
Governors. 

Recruitment of top positions  
Integration to the institutional recruitment guidelines. We worked on the updated version of the 
institutional ‘recruitment guidelines’. The integration considers that any selection for open positions 
occurs by means of open calls that are that also recruitment of the top positions occurs by means of 
open selections (there will be no recruitment by name). To be implemented, the new guidelines 
require to be approved by the Board of Governors. The meeting is planned in Autumn 2016. 
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Job calls  
List of platforms. We created a list of platforms specifically target at women to be used to publish 
and promote jobs calls. Examples of the platforms we contacted are:  European Association for 
Women in Science, Engineering and Technology (WITEC), European Platform of Women Scientists 
(EPWS), IEEE - IEEE Women in Engineering. The list is systematically used by the HR staff to spread 
information on available open positions in FBK. 

Work/life balance actions 
The work/life balance initiatives in FBK were incremented and several new actions were organized: 

- ironing service, online food shopping (in test mode for the moment); 
- English language workshops “learning by doing” for children attending the 3rd-4th and 5th 

year of the primary school; 
- study Desk for middle school students; 
- language workshops in German for children of the 1st and 2nd year of primary school 
- summer school for children aged 5-10 in FBK; 
- FBK participates to the ‘Family district’ that is a network of local organizations interested in 

supporting work-life balance activities. For details see the following webpages: 
http://welfare.fbk.eu and http://hr.fbk.eu/en/services/taxonomy/term/28. 

ONGOING ACTIVITIES AND FUTURE PERSPECTIVES 
The management of the data software requires a continuous improvement process that includes the 
collection of new data as well as the cleaning and the constant update of the data files. Big effort was 
already done to storage data in complex and structured database software and work is still in progress 
as far as data integration from different sources is concerned. Mainly the General Secretariat and HR 
unit are in charge of the task.  

Future activities need to consider the definition and publication of periodic statistics reports that point 
out the main results of elaborated statistics. Once data are collected, cleaned and analyzed, they need 
to be shared in order to create awareness on ad hoc investigated issues and to be used as effective 
leadership tool to monitor specific working conditions.  

In parallel, a system of monitoring of the data management and elaborated statistics would be 
required. It considers a systematic and purposeful observation and information collection on the 
different phases of the data-related activities, and on the way they are progressing. Monitoring should 
also include providing feedback on possible identified problems and/or success in order to improve the 
project performance. 

http://www.ieee.org/women
http://welfare.fbk.eu/
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As far as the gender plan is concerned, ongoing activities involve the formalization of those actions 
that require the approval of the Board of Governors in order to be implemented. Also, a system of 
monitoring the (long-term) effects of the implemented policies is desirable in order to assess their 
efficacy and sustainability.   

Some of the remaining time till the end of the FESTA project is dedicated to the organization of the 
above-mentioned future activities and additional meetings will be organized in order to identify and 
appoint specific actors who will take charge of them. 
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SDU UNIVERSITY OF SOUTHERN DENMARK 

DIALOGUES AND ACTION PLANS 
The SDU FESTA team gathered statistical data for the Faculty of Science in a report and described the 
patterns found with respect to gender equality in career development, in research and in funding 
applications and granted applications. The data was provided from a number of sources, including 
national data and university specific- internal data. However, to our knowledge, the specific 
constellation and juxtaposition of data in our report is the first of its kind in a Danish University context 
and describes the limited status of what it has been possible to obtain in a one-off situation. The data 
was qualified and validated in collaboration with a statistician from our own Department of 
Mathematics and Computer Science, the four Heads of Department at the Faculty as well as an 
external consultant. The report was completed in June 2014 and updated in the fall of 2015. Moreover, 
we developed presentations of the statistical findings for various units and committees of the Faculty 
of Science, such as the Departments, the Academic Council, the Liaison Committee and the 
administrative units.  

The Heads of Department subsequently presented findings at their departments and facilitated 
discussions and dialogues on the basis of the presentation of findings. Dialogues in collegiate bodies 
and committees were facilitated by the FESTA team and the Dean. The dialogues had the aim of raising 
awareness of gender issues and gendered patterns of career advancement and opening up other ways 
of thinking and acting in order to improve the gender balance and to ensure the incorporation of the 
entire workforce all the way through the career ladder. 

In addition, the Management Group at the faculty discussed the findings in the report and how to 
improve awareness raising as well as FESTA’s other activities and initiatives to improve the gender 
balance throughout the FESTA-period.  

The findings along with several of FESTA’s other initiatives also serve as pilot studies in SDU’s overall 
university Equality Board Action Plan, including a newly petitioned (from 2016 forward) annual status 
report for all units at SDU based on a collection of data, that to a large extent mirrors the data from 
the SDU FESTA statistical report. 

The collected statistical data served as starting point for facilitating dialogues/debates/workshops in 
the scientific environments. These dialogues served as starting points for actions in different groups 
and on different levels at the departments in our gender equality work as well as developing a gender 
equality action plans for the departments at the Faculty of Science in close collaboration with the 
Faculty Equality Committee, the Heads of Department and the Management group at the Faculty. 
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SDU is not obligated to have gender equality strategies and action plans. FESTA is a faculty project at 
SDU and situated at the Faculty of Science. Our statistical data show that gender imbalance increases 
with each step of the career ladder at the Faculty – thus presenting an exact mirror of the SHE figures 
for STEM-disciplines in EU. As gender equality, equal opportunities and equal conditions for men and 
women among its scientific staff have become a priority for the Faculty management at SDU, a gender 
equality strategy was put forward in 2014. Part of this policy was the development of a template for a 
gender equality action plan.  The aim of establishing a gender equality strategy and a gender equality 
action plan was the fact that it helps the management group form a statement about gender and from 
there on initiate and implement actions at the departments. 

The overall vision for the equality work at the Faculty of Science, SDU, is: 
- to bring the whole pool of talent into play 
- to ensure the existence of role models within research and teaching  
- to ensure that everyone has equal opportunities and receives equal treatment 
- to offer a conducive working environment that can accommodate diversity  

The overall vision for equality work described above is accomplished through five areas: 
- Management 
- Recruitment and Staff Retention 
- Career Development 
- Working Environment 
- Awareness  

The development of the template for the gender equality action plans was inspired by the way our two 
partner universities, Uppsala University and RWTH Aachen University, work with gender equality 
action plans and monitoring of data.  
Each year in September, beginning in 2015, all four Heads of Department have to compile annual 
departmental gender equality status and action plans and may include documentation of actions 
initiated in order to comply with the stated goals, as well as the identification and rectification of 
underrepresentation. Action plans must be approved by the Management group. 

Reporting guidelines for the annual gender equality status and action plans follow from the equality 
policy at the Faculty of Science, which contains five thematic areas. These five areas are grouped into 
three overall themes, and the annual report must follow this division.  
Each Head of Department is responsible for reporting the progress that the department has made on 
each goal of the equality policy.  Statements of progress should be supported by data on how relevant 
metrics have changed over time. Additionally, the Head of Department must clearly state the purpose 
and thinking behind the plan for the next year, including which thematic areas will be focussed on and 
which initiatives launched.  
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The Faculty’s Equality Committee and the Faculty’s management group will process it. The report must 
be sent to the Faculty’s Equality Committee no later than September 15th of each year. 

The annual equality plan reports on the following three goals: 

Goal 1: To ensure female role models in research, teaching, and management as well as  
career development 

 Describe ongoing or planned recruitment initiatives at the department
 Describe the preparation and implementation of internal skill development and

career planning initiatives, preferably including descriptions of specific courses and
similar activities (in anonymized form)

 Account for employees’ participation in activities developing gender-issue related
skills (in anonymized form)

 Report initiatives aimed at clarifying gender equality issues in research (e.g.
lectures, workshops, debates)
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Goal 2: Equal recruitment and career promoting opportunities and conditions as well as working 
environment  

Goal 3: Awareness 

Finally, draw conclusions based on the above data. Include discussion of selected initiatives and areas 
to be focused on in the coming year, and future prospects of ongoing initiatives. 

The Heads of Department handed in the first equality status reports and action plans in September 
2015. 

 Comment on the membership of the assessment and hiring committees, and explain
any failure to fulfil the requirement of representation of both genders on the
committees (data from dean’s office from the period September 1 to August 30).

 Report the number of qualified applicants for the department’s job openings over the
last year (data from dean’s office from the period September 1 to August 30), and
reasons for any deviation from the requirement of a minimum of three qualified
applicants for each job opening (from assistant professor level and up).

 State the numbers and ratio of women and men at the department over the last year
(data from dean’s office from the period September 1 to August 30. Give reasons for
any lack of progress on the aim of increasing the share of women at the Faculty of
Science.

 Discuss changes in the gender composition in the scientific staff at the department
since the last report (data from the SDU Equality Committee from the previous year
reported in January of the following year)

 Give an account of applications submitted to the Dean during the previous year
requesting funding relevant to career promotion, including the expected effect of
those initiatives that were funded

 Provide minutes from meetings (i.e. department meeting) on the topic of the
department’s equality action plan.

 Provide the head of department’s reflexion on the fostering/growth of equality
within the department.
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EVALUATION  
Evaluation concerns both the statistics and the gender equality action plans at the Faculty of Science. 

A) Statistics

A preliminary evaluation of indicators 
was done during the first part of the 
task where indicators to be included 
in the first Deliverable were chosen. 
In the development of the dataset we 
were in continuous dialogue with the 
various central administrative units at 
the University of Southern Denmark, 
such as the budgeting, financing and 
HR units, the library and the pre-
award support administration, to 
ensure that data is accessible, reliable 
and of sufficient quality as well as 
repeatable, in the event of a 
continuation or iteration of the 
collection of data. In that phase, 
effort-value ratio, availability and 
sustainability were mainly evaluated.  

As part of the project, a baseline and 
SPSS-database was established 
through the collection of data from 
faculty and department 
administrations. The individual data 
entries from the database were cross-tabulated against each other and subsequently exported to an 
Excel spreadsheet. Data was collected on an individual level but analyzed and presented at an 
aggregated level. 

However, the data collected – despite the overriding ambition of becoming integrated in a regular and 
more widespread monitoring practice – is a one-off-activity, in the sense that the database developed 
for this purpose is a compilation of existing national and university-based datasets that have hitherto 
been unjointed. Moreover, the compilation itself has required a supplementation of individually 
collected data, for which assistance we are grateful to the administrations of the four departments and 
the faculty. 

Table 3: Indicators used at University of Southern Denmark to establish a    
baseline 
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The work with developing the required baseline and database has been extensive and has in many 
cases by far exceeded a positive effort/value ratio. This has in no small part also been due to a critical 
lack of access to reliable data, whether this has been on the grounds of poor registration practices, 
legal limitations to personal data, and implementation of new systems for registration or whether 
there simply has not been any data available. In all our decisions and actions we have gratefully 
received ample support and supervision by a number of key resource persons both in- and out-of-
house with expertise in statistics, analyses, evaluation, and/or gender and equality.  

The statistical data were evaluated by Heads of Department, a statistician and an external consultant 
before being presented during dialogues in units, where scientists commented and discussed the data. 

In general it must be noted, that the Faculty of Science is a relatively small organization in terms of 
data, and thus data presented here are based on small numbers, and statistical processing and ensuing 
conclusions in many instances are therefore limited or tentative. However, due to a number of 
uncertainties both in the registration of data and the stability of the registration systems as well as 
limitations of data access, the quality of data has in many cases not been sufficient for the analyses 
required and therefore omitted. But to be fair to the topic, there are many more possible, relevant and 
interesting indicators worth looking more closely into, such as gendered patterns of networking, stays 
abroad, work/life balance aspects. Also, a multitude of other perspectives than the ones we chose 
could be teased out of this as well other sources of data and information.  

Statistics have been updated in the fall of 2015 by the FESTA team for the year 2013 – 2014. These 
statistics are used in the annual gender equality action plans and serve to support the Head of 
Department in deciding on the yearly action to be taken to work on gender equality at their 
departments.  

B) Gender equality action plans

The first annual gender equality status reports and action plans were handed in by the Heads of 
Department at the end of September 2015. In this connection, the four reports were summarized in 
one report for the Faculty of Science in order for the management group and the Faculty Gender 
Equality Committee to evaluate its usefulness as a leadership tool on gender equality initiatives and 
monitoring of data. This evaluation took place at the end of October 2015 with the help from the 
FESTA scientific advisor Eileen Trauth, who is a Professor of Information Sciences & Technology as well 
as a Professor of Women’s, Gender & Sexuality Studies at The Pennsylvania State University, USA. 
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 Evaluation of Gender Equality Action Plans with the Management Group:

The Management group of the Faculty of Science met with Professor Eileen Trauth at the end of 
October 2015. They had a workshop together on gender bias and sensitivity in order to identify 
challenges and actions in recruitment, career counselling, and daily decision making. They used the 
gender equality status reports and action plans as a case. The aim of the meeting was also a first step 
in evaluating the usefulness of these reports and plans as leadership tools.  

 Evaluation of the Gender Equality Action Plans with the Faculty Gender Equality Committee:

The Faculty Gender Equality Committee met with Professor Eileen Trauth in order to work with her on 
designing and implementing gender equality measures. One of the proposed measures was 
establishing a monitoring practice at the faculty including the formulation of indicators of gender. 
Moreover, the committee received feedback on the annual gender equality report template with 
respect to its adequateness. 

Both meetings produced a number of insights and ideas on how to proceed with gender equality 
measures and initiatives. It was suggested to complement quantitative data with qualitative data, e.g., 
improve them by including narrative of actual actions as this will place focus on the actions; this also 
gives an opportunity to share knowledge and best practices. Instead of discussing gender, bring up 
other topics involving both genders, e.g. loneliness as a researcher, feeling isolated, considering 
leaving academia. Moreover, good management has positive effect on working environment, e.g. 
establishment of informal network to discuss gender issues. Focus on behaviors rather than numbers; 
where there is poor management and lack of HR resources, women tend to suffer more. 

ONGOING ACTIVITIES AND FUTURE PERSPECTIVES 
The objective of the task is to generate statistics which will serve as a starting point for actions for 
different groups and different levels at an institution: they can be used by management on different 
levels, or they can be used as a tool in gender equality work among all academic staff in a particular 
unit.  
Our collected experience is that such changes take time as well as consistent and focused effort and is 
hard to measure definitively. We are convinced, that for a deep and lasting change in approach to 
gender and diversity, such a focus on awareness raising on a very practical level is crucial and therefore 
the objective of WP3.2 is relevant and SDU will continue along these lines, also after the conclusion of 
FESTA.  
A strong indication that the gender question cannot be dismissed is the fact that the Faculty of Science 
has finalized its first ever strategy on gender equality, which in many respects is based on FESTA 
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activities. The strategy includes the preparation of annual statistics in order to monitor trends in the 
gender composition of employments.  The strategy is viewed as a necessary addition to the normal 
work at the departments by the management of the Faculty.  

The aim to increase awareness about equality issues and thereby create space for differences and 
diversity based on informed actions and changes in behavior. The planned yearly actions are as 
follows:  

- Assisted by the Faculty's Equality Committee, the Faculty's Colloquium group arranges 
presentations about equality and/or female role models in science.  

- The annual departmental and Faculty equality action plans contain a section describing status 
and statistics, which are to be discussed once a year in the departments, at a minimum in the 
departmental councils. This will contribute to an increased awareness of the various issues, 
and it will be a natural forum for a continued discussion of these topics.  

- The Heads of Department report to the Faculty management group and to the Faculty's 
Equality Committee when handing in their departmental action plans. 

The FESTA work ensuring that change is implemented in the institution through awareness raising for 
the individual and for the organization has been used as a pilot project by the central Equality Board at 
SDU and this has led to the Management Board at SDU deciding on a petition to run dialogues by 
addressing statistics once a year in all departments and units at the University. The Management 
Board at SDU has furthermore decided on an action to be conducted by the Central Equality Board: to 
look into the establishment of gender statistical measures for the whole SDU and the establishment of 
a database. Hopefully the new database will make the manual update unnecessary. This action will 
start August 2016. 

Moreover, in the gender action plan of the central Equality board 2016/2017 it is suggested to develop 
statistical tools, which shows the gender distribution at SDU. The objective of this action is that all 
units are aware of the gender distribution in their departments and that managers have an easy access 
to updated data. The task will center on identifying the statistical parameters to be included and the 
development of a digital system capable of providing the requested data.  
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UU UPPSALA UNIVERSITY 
In 2011, a few months before the FESTA project 
started, a web-based tool for self-evaluation and 
internal quality work devised to ascertain the 
gender distribution of e.g. employment 
conditions, leadership positions and parental 
leave was ready for use by all employees and 
students at UU. These gender equality indicators 
were aligned with a firmly established gender 
equality organization and with the University’s 
strategic objectives for gender equality. The 
target group was mainly gender equality 
practitioners in the University’s departments. This 
tool was supposed to make it easier for them to 
have the time and resources to address the 
problem of gender inequality, since they would 
not have to collect and compile statistics.  

The initiator of the indicators, the University’s 
central gender equality committee and its 
chairperson, also hoped the tool would increase 
awareness of what gender equality can entail 
since it highlights several different aspects of 
gender equality in such tangible ways. The gender 
distribution among professors is often discussed, 
but differences in sick leave, parental leave or 
form of employment less frequently come up 
when discussing gender equality. 

The selection of indicators was made on the basis 
that the indicators would be available in the 
University’s data system and require no extra 
reporting. This excluded indicators that did not 
meet such criteria, but had a number of very 
good points. For example, it reduced the 
workload for gender equality practitioners who 
earlier had to compile the figures themselves and 
the data became more reliable and comparable. 
The tool was made easily accessible via the 

Table 4: Indicators used at Uppsala University to complement 
already existing statistical data
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University’s data system, where each of the indicators was visualized by a traffic light meter in which 
red means gender imbalance and green means gender balance. The data and statistics related to a 
particular indicator were presented in an attached table.  

Because UU had launched its own gender equality indicators before the FESTA project started, the 
main aim with this task was to implement and develop a process for working with the indicators, i.e. to 
decide how to use the indicators and which ones to include in the already established gender equality 
plans (In Sweden, gender equality plans had until now been mandatory since 1992). The FESTA team 
has also seen the project time as an opportunity to try out some new indicators and get inspired by the 
good results in the other universities/research organizations. Thus, it is important to bear in mind that 
many of the UU initiatives in this task aimed at piloting new applications of the already settled gender 
monitoring measures.  

DIALOGUES AND ACTION PLANS 
The dialogues have mainly taken place in small groups, such as with the gender equality officers and 
gender equality/equal opportunities groups at three departments (two departments have a joint equal 
opportunities group). The departments are on different levels when it comes to numerical gender 
equality in the researcher work force and equality measures and procedures already in place. The 
conceptions of gender equality in the environment are also different. Department 1 has few women 
(24%) and there is gender imbalance in all positions. Departments 2 and 3 have a more balanced 
gender mix (59 and 54% women). Men dominate at the professorial level, while there is gender 
balance or a small majority of women in low- and mid-level academic positions.  

The FESTA team has presented key indicators regarding for example occupational positions, sick leave 
and salary. The discussions have revolved around the nature and use of the indicators for preparing a 
gender equality plan: what practical use the indicators can have to provide support for priorities in the 
gender equality work and to describe the current gender equality situation (and trends over time) and 
also, to some extent, to evaluate gender equality measures.  

The FESTA team encountered two major problems when conducting the dialogues. Firstly, the 
indicators proved not to be automatically updated. The update must be done by the former project 
manager for gender equality indicators (now an analyst at the HR Division). When this person was on 
parental leave, the indicators were not updated, and the gender equality groups had to compile the 
figures themselves. This neutralized the biggest advantage of the indicators, i.e. to have quick and easy 
access to this type of information. Secondly, the FESTA team has devoted quite a lot of time to 
indicator training. The different indicators and how they are constructed needs to be explained, for 
users to be able to understand what is being measured. Regular training is also necessary because the 
members of the gender equality/equal opportunities groups are replaced now and then. This lead to 
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less time spent on discussing how statistics can be used and implemented in the department’s regular 
work for gender equality. 

The departments’ choices of indicators  
The choice of indicators among the departments was largely based on the efforts at the general 
University level to integrate equal opportunities work into all activities. The assignments which cover 
the entire University are leadership positions, investigative and decision-making bodies, salary, 
competence development, and recruitment. How the assignments have been concretized is reported 
in the annual follow-up of the gender equality plans, which every department must do. Recruitment is 
also a standing assignment, which specifically covers the disciplinary domains, faculties and 
departments. The equal opportunities plan of the Faculty of Science and Technology also guided the 
work on indicators, since its overarching goals and targets (and sometimes also measures) apply to the 
departments as well and are concretized in their work to implement equal opportunities policies. 

Occupational positions 
The indicator on occupational positions can be said to indicate the end results of the department's 
recruitment and work environment efforts (a good work environment make all genders want to come 
and stay there, alternatively return after the postdoc years). It shows the gender distribution in 
different positions and academic ranks and involves a comparison to the Swedish norm: at least 40 
percent of each gender in a group.  

For department 1 this indicator was an obvious choice, since they are already working to improve this 
indicator value. The department management has for many years continuously worked to increase the 
share of female PhD students and senior women in research as well as improve their visibility. The 
main problem at this department is the gender imbalance or the male overrepresentation at all levels, 
which in the introduction to their gender equality plan is correlated to the gendered stereotyping of 
the subject as “masculine”. Gender balance is a goal in itself, because gender inequality in this 
department is seen as indicating a narrow and exclusionary environment. It is also seen as a measure 
for reducing gender stereotypes and expectations.  

The indicator on occupational positions was found to be useful to monitor activities promoting gender 
equality in staff recruitment at the department. How to set up achievable short-term goals for gender 
balance came up in the discussions. The goal to achieve a gender breakdown of 40-60 percent is 
realistic only in the long term for this male dominated department. The cascade model was referred to, 
i.e. that the proportion of women at each academic level should reflect the proportion at the level 
directly below it, but this is actually more or less already the case from the PhD level upwards. The 
department has committed itself to do a follow up analysis of occupational positions every five years 
and to take corrective measures if there is no positive development in women’s representation, as 
shown in the excerpt from their gender equality plan below.     
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Recruitment 

For each position those in charge for a recruitment procedure (supervisors, director of studies, 
group leaders, etc.) shall actively and widely search for candidates of the under-represented gender. 
The activities carried out to this end should be continuously recorded, analysed and compiled and 
channels and contacts for recruitment gradually built up. Long term, this may contribute to an equal 
employment procedure.  

Officer in charge: Head of Department 

The way in which an active and wide search for candidates of underrepresented gender has been 
carried out shall be reported in writing by the one responsible for the recruitment to the Head of 
Department who, in collaboration with the Gender Equality Group, annually reviews all such 
submitted accounts and compiles a report which is to be published at a suitable location and linked 
to from […]. The reporting shall be done using this form; “Monitoring of activities promoting gender 
equality in staff recruitment at the Department […]” […]. 

Officer in charge: Head of Department 

There is to be a follow up analysis of positions at the department using the gender equality 
indicators. The follow up should be done every fifth year starting the year 2016. Corrective 
measures shall be imposed if there is no positive development in these measures.     

Officer in charge: Head of Department 
Excerpts from: Gender equality plan, Department 1, Uppsala University, 2015. 

Already in last year’s action plan the indicator on occupational positions was indirectly addressed, 
partly through the FESTA tasks on gender and research excellence. The group scheduled two seminars 
with the FESTA team: one about research excellence and research funding devoted to discussing how 
potentially negative effects caused by the increasing focus on excellent researchers possibly can be 
ameliorated, the other one to gender equality in academic recruitment processes. Besides organizing 
these two seminars, the group took the initiative to another FESTA seminar on gender equality in 
academic recruitment processes, which was attended by department people directly engaged in 
recruitment and resulted in a list on how to recruit more women to the department. 

Several actions in this year’s action plan are also linked to the indicator on occupational positions as 
well as other FESTA tasks. A threefold goal is to support female PhD students in their identity as 
researchers, to create a gender equal playing field for PhD students by gender equality aware PhD 
student supervision and to better understand the unique situation of PhD students at the department. 
This will be done in different ways, for example by creating a toolkit for PhD supervisors at the 
department together with the FESTA project and the Faculty’s equal opportunities committee. 
Another goal is to create a better work environment for female postdocs, associate senior lecturers 
and senior lecturers at the department. This will be done by supporting the divisions with different 
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gender equality projects. The group will also make sure to update and use the database of female 
scientists in the subject area, developed in the gender equality group a few years ago, and analyze the 
existing interviews with women in post doc, associate senior lecturer and senior lecturer positions 
made as part of the FESTA project. They will work to ensure that gender equality is addressed at the 
research strategy day of 2016. 

Departments 2 and 3 have also committed themselves to continuously monitor the indicator on 
occupational positions in their new equal opportunities plan. The goal is to achieve gender balance at 
department and research program level (at least 40 percent of each gender in a group). Generally, the 
gender ratio is quite balanced in academic positions. Yet, in 2014 the gender distribution among PhD 
students was slightly skewed (61% women), depending, among other things, on the large 
predominance of women among PhD students in two research programs (77 and 64%). For 
researchers, the situation is different at the two departments. The position is dominated by men at 
department 2, while women are a majority at department 3. The percentage of professors is higher 
among men than women at both departments. However, in year 2015 department 3 actually reached 
gender balance at professorial level.  

The department will contribute to equal employment procedures by continuously compiling and 
analyzing things to do to actively seek for potential applicants of the underrepresented gender when 
announcing and advertising vacant positions. All three departments have the University’s action plan 
for equal opportunities as a starting point. According to this plan faculty boards and departments are 
responsible for, among other things, describing vacancies in gender-neutral terms and actively seeking 
potential applicants of the under-represented gender.  

Investigative and decision-making bodies, salaries and seminar series speakers 
In addition to the indicator on occupational positions, department 1 decided to work with the 
indicators that were already part of their continuous gender equality efforts, namely salaries and 
appointment of groups with important strategic or decision-making functions. Thus, all that needed to 
be done was to make this explicit in their gender equality plan. Gender balance in leadership positions, 
investigative and decision-making bodies is formulated as standing assignments for the departments in 
the overall equal opportunities plans along with nominating regulations to make them achieve that 
end. Department 1 has to work very consciously to meet these requirements since it is such a male-
dominated environment. Therefore the assignment to achieve gender balance in investigative and 
decision-making bodies is made clear and specified in their gender equality plan (see below). 
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Appointment of Groups with Important Strategic or Decision-making Functions 

There shall always be representation of both genders in every group appointed to discuss or decide 
on issues affecting a larger number of employees. Groups with both gender represented are the 
Board, the Work Environment Group, the Emergency Management Group, the Gender Equality 
Group, the Nomination Group and the Program-Responsible Professors group […].  

Officer in charge: Head of Department 

There will be a follow-up gender analysis of appointments to positions in the investigative and 
decision-making groups of the department. The analysis should be done every five years starting in 
2016. Corrective measures shall be proposed if there is not a positive trend in these figures. 

Officer in charge: Head of Department 

Excerpts from: Gender equality plan, Department 1, Uppsala University, 2015. 

In Sweden employers must present salary surveys every third year in order to discover and eliminate 
wage differences and other employment conditions which discriminate between women and men. 
UU’s overall action plan for equal opportunities also states salary as a standing assignment, i.e. that 
wages must be gender-neutral and that pay differentials shall be objectively warranted. Any defined 
salary indicator similar to the other indicators has not been created, but statistics on pay and gender 
can be found on the University web on faculty level for all employees and on department level for 
Heads of department and personnel administrators. Department 1 uses the salary indicator in their 
continuous gender equality efforts, as shown in this excerpt from their gender equality plan. 

Salaries 

Differences in pay both within and between different comparable groups of employees shall be 
investigated to determine whether they can be explained on the basis of gender, or if there are 
other explanations. Specifically, salary differences between administrative and technical staff as well 
as between lecturers and research assistants shall be analysed. If any differences are found to be on 
the basis of gender, action shall be taken to remove them. 

Officer in charge: Head of Department in consultation with the Gender Equality Officer 

Excerpts from: Gender equality plan, Department 1, Uppsala University, 2015. 

Also department 2 and 3 commit themselves to an annual salary survey in order to discover and report 
wage differences which discriminate between women and men. The text in the box below is retrieved 
from their equal opportunities plan. 
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Salaries 

There shall be no pay differences that depend on gender in any occupational position. Mapping and 
analysis of wage differences must be made annually. If there turn out to be differences, this will be 
reported to the department boards. 

Officer in charge: The Gender equality officers 

Excerpts from: Equal opportunities plan 2016-2019, Department 2 and 3, Uppsala University, 2016. 

Department 2 and 3 have specified in the action plan that Heads of departments, along with the group 
for equal opportunities, shall identify in detail the pay gap and possible reasons for the differences in 
the senior lecturer group. The decision to take a closer look at this group is based on the results of 
previously made wage surveys. They have also chosen to work with other statistics relevant for their 
particular situation: Gender balance among speakers when planning the research programs’ seminar 
series. In the evaluation of the previous plan, the gender distribution of the speakers at department 2 
was reported to be much skewed: only 8 of a total of 35 speakers in 2015 and early 2016 were women. 
In the current plan a measure is to work for gender balance of speakers in the department. This work 
will be done by the Heads of the departments and members of the equal opportunities group together 
with seminar coordinators and program responsible professors. The group will also map the 
corresponding balance at department 3.  

Sick leave  
This indicator measures the proportion of women and men who are on sick leave. The measured 
values are then compared between women and men. For this indicator it is not considered acceptable 
at all with gender differences, even taking into account random fluctuations from year to year. The 
goal is no more than 5 percentile point difference between the relative proportion of women and men. 

This indicator has been thoroughly discussed, partly because efforts to reduce absence due to illness 
among female PhD students is a prioritized target for the equal opportunities work at both University 
and Faculty level. Gender inequalities in the work environment have been the main focus of the 
dialogues, since several studies on the situation of PhD students show that women experience their 
social work environment as less effective than men do. Female PhD students are more stressed than 
male PhD students and more often experience the PhD supervision situation as problematic. That is 
why the Faculty, in its present equal opportunities plan, links the gender imbalance in sick leave 
among its PhD students - both as regards short- and long-term sick leave - to gender inequalities in 
working conditions and career possibilities. That is, sick leave statistics are viewed as an indication of 
different preconditions for female and male PhD students.  

All three departments have experienced problems using sick leave statistics in gender equality plans. 
One problem is that the number of individuals is often very small at department level and a single 
person can have a significant impact on gender im/balance. In particular, it is important to make sure 
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that such vulnerable data cannot be traced back to the individual. Another problem is to build on the 
hypothesis that differences in health between men and women can be related to a lack of gender 
equality in working conditions and career possibilities. Since the sick leave indicator proved difficult to 
handle, the gender equality/equal opportunities groups decided to not use this indicator, but to 
identify potential problems in the work environment of female PhD students instead. There were also 
other, better options available for the departments when it comes to measuring gender differences in 
the work environment. 

Work environment and PhD student survey 
At UU, Heads of department can, after an agreement with the HR division, examine the work 
environment in the department by using a tool called the work environment indicator. It is a survey 
that shows what employees think about leadership, organization, physical work environment, goals, 
strategies, and working climate. It has since 2013 been carried out at 21 departments and units at UU. 
It is possible to obtain gendered output from and also include particular questions in the work 
environment survey.  

Department 1 implemented a work environment indicator in the fall of 2014. It is a part of their 
program of action for the work environment to conduct such a survey every five years. The indicator 
came up in the discussions on how to implement and evaluate the action to improve the work 
environment of PhD students. The dialogue revolved around what kind of data is already available, 
which data points to which part and what is missing to be able to map and evaluate the work 
environment of PhD students: the indicators on PhD students’ financing (perhaps more relevant for 
international PhD students), third-cycle (licentiate/doctoral) degrees, PhD students’ degree of 
(research) activity (considered irrelevant since it constantly varies), dropouts, long term sick leave (too 
small numbers), number of women and men among PhD students, and the work environment survey 
(could be useful and feasible both for mapping and evaluation).  

Also department 2 and 3 decided to include the work environment indicator in their new equal 
opportunities plan; to analyze, from a gender perspective, the one already made at department 3 the 
months around the turn of the year 2015/2016 and to request that a corresponding survey was made 
for department 2.  

Another alternative open to all departments, which the three departments chose to use as an 
indicator of gender equality, is the results from the University-wide PhD student questionnaire which 
can be broken down to department level and analyzed from a gender perspective. For more than a 
year ago, the Division for Quality Enhancement, Quality and Evaluation, sent out a University-wide PhD 
student, PhD supervisor- and alumnus survey. The survey includes questions about admission and 
introduction, research and working environment, PhD supervision, seminars and courses, pedagogical 
qualifications and teaching. Both groups will study and evaluate their departments’ results in order to 
identify possible problems in the PhD students’ work environments related to gender. 
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EVALUATION 
Evaluation concerns how useful and relevant the indicators are for writing gender equality plans, and 
the implementation of the indicators as leadership tools and measures.  

How useful and relevant are the indicators for writing gender equality plans? 
The indicators in existence prior to FESTA are based on information available at the University's data 
systems, so that no other data collection becomes necessary. This choice made sense at the time, but 
for different reasons the indicators turned out not to be so practically useful for writing gender 
equality plans.  

The major obstacle was the management and administration of the system of indicators during the 
FESTA project period. The annual indicator updates proved to be highly dependent on a key person, 
which became extremely clear when s/he went on parental leave. The indicators were not updated for 
a long time and the gender equality/equal opportunities groups had to compile the statistics on their 
own (the whole idea with the tool was to avoid this step). 

The tool is also quite complex to use and the different indicators and how they are constructed need 
to be explained for users to understand what is being measured. The traffic light meter requires an 
attached table to be understood and you have to read and remember all the information about the 
underlying statistics and all the calculations, which in a very transparent way have been made available 
on the web. This places demands on ongoing training for gender equality/equal opportunities groups, 
not least given that its members now and then are replaced. 

What practical use do the indicators then have to provide support for priorities in the gender equality 
work? The male-dominated department was already working consciously and actively with gender 
equality on the basis of existing indicators which already functioned as alarm signals for priorities in 
the gender equality work: When the statistics develop in an undesired direction the problem is 
discussed and assessed in both the gender equality group and the management group. The selected 
indicators were already in the plan (salary, investigative and decision-making bodies, and occupational 
positions), but not as clearly formulated as in the new plan. Thereby, they have contributed to make 
the status quo and the goals of the gender equality efforts at the department more transparent and 
also to a better monitoring of the objectives and measures for gender equality. Furthermore, the 
existing indicators are routinely included in the appendix to the gender equality plan to describe last 
year’s gender equality work and the current situation.   

In the departments with a more balanced gender mix, the existing indicators did not play the role as 
traffic light signals, i.e. flashing red lights, and the department group therefore chose to expand the 
available indicators, for example by manually collecting and compiling data on the gender balance in 
the list of speakers at their seminar series. Thus, the existing gender equality indicators was not that 
good at giving impetus to gender equality measures in their particular contexts and the FESTA team 
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learned an important lesson about addressing indicators in different ways depending on the gender 
composition of the workplace.  A better strategy for these departments would have been to collect 
new statistics on issues in which there are certain gendered assumptions, for example that women 
teach to a greater extent while men do more research. 

The pre-selection of statistics used in human resource management was not optimal for raising 
awareness about what gender equality can entail. The department groups preferred the more 
traditional gender equality indicators that are directly correlated to gender equality, like leadership 
and occupational positions. These indicators are seen as valid and reliable, but do not really display 
new facts nor open up people’s minds to change in a context where a discussion on gender equality is 
already firmly established. The share of women at different academic levels of the faculty’s various 
sections and departments is a well-known fact to the department groups. However, it is a useful tool 
for monitoring progress towards gender equality, and the faculty’s equal opportunities committee 
regularly uses it to follow up the gender distribution in each department.  

To raise awareness and spur debate, in a context where people is aware and sometimes even tired of 
talking about gender equality, it might have been more effective to select a few edgy and brand new 
indicators tailored to the results of other FESTA tasks, for example to develop methods for mapping 
the gender distribution of teaching/research duties and internal research resources (similar to salary 
information). This would have indicated if men and women have equal opportunities for career 
building and could also have spurred the departments into action in the FESTA tasks aimed at changing 
gendered perceptions of excellence and informal decision-making processes. In regard to the issue of 
gender equality, to combine qualitative and quantitative findings in these ways, is probably 
advantageous.  

The pedagogical purpose of the indicators was to highlight different aspects of gender equality, for 
example to create an awareness of the link between gender equality, work environment and health. 
However, the indicator on sick leave turned out to be very sensitive and difficult to use at department 
level. It takes a considerable amount of work to prove the correlation between gender equality and 
sick leave, which is affected by a number of factors both in and outside of work. A proper qualitative 
analysis has to be done to see if there actually is a link between perceived work environment and 
sickness absence, or if there are other explanations. The work environment and the PhD student 
survey emerged as much better alternatives to track gender differences in working conditions. This 
was a strategy the FESTA team used throughout the dialogues, to expand the set of indicators with 
other ones which happened to be available at the time. 

Implementation of action plans and using the indicators as leadership tools 
Action plans are implemented when they have been approved by the department board and become 
living documents. The relevant conditions are an actionable and effective gender equality/equal 
opportunities group, which has regular contacts with and support from the management (Heads of 
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departments and management team/equivalent). If these conditions exist, the indicators are used as 
leadership tools. 

At department 1 the actions that are outlined in last years’ gender equality plan have been 
implemented with a few exceptions, as well as more activities that were not planned. It is very 
important for implementing the action plan to have a gender equality officer and a Head of 
department that really pushes for gender equality at the department. The members of the group have 
the mission to serve as the department’s steering committee for gender equality and to be the review 
panel in equality issues, such as monitoring and evaluating gender equality efforts, suggest equality 
efforts, and plan and implement gender equality projects. It is also declared in the gender equality 
plan that members of the management group, who have not yet participated in training on gender 
equality, shall undertake such training. Also that there shall be at least one member of the 
management group who is particularly qualified to deal with gender equality issues and will have the 
explicit responsibility for monitoring such issues. 

At departments 2 and 3, the gender equality officers have invested considerable efforts to establish a 
new, more active and visible equal opportunities group, which is more transparent in its work. The 
Heads of departments have given the equal opportunities group a clearer assignment and mandate. In 
these regards, the equal opportunities group and the department heads have acted in line with the 
targets that are outlined in the previous gender equality plan. The functional requirement to have 
straight channels to power and regular communication with the department heads and the program 
responsible professors have been raised as very important by being transferred from standing 
assignments to the action plan in the current equal opportunities plan. The same is true for the 
requirement to activate the equal opportunities group and increase the visibility of its work. Indeed, 
the group has grown to become independent and actionable in step with the drafting of the new equal 
opportunities plan and is on the right track to create straight channels to the department management. 

The indicators are useful as a starting point for gender equality work and as a basis for contacts with 
the leadership, in particular because statistics and indicators are an effective way to show clear results. 
The data may lead to a department employing more women and/or more female managers, or 
correcting salaries so they become equal, or investigating why people of one sex are sick more often. 
In order to create a working environment where indicators will point to gender equality in a 
permanent and stable way, even qualitative mapping and long term actions, which aim at changing 
norms and values prevailing at the organization, are important. A narrow focus on quantitative 
indicators may reduce attention to discussing gender issues in terms of the power structures and 
factors that initially have been part of the construction of the unequal conditions. The gender equality 
work risks being perceived - and neutralized - as a conflict-free bureaucratic operation rather than 
being something that challenges the norms and power structures (Powell 2015). Qualitative data is, 
thus, a necessary prerequisite for a university to be able to work strategically with gender equality.  

The increasingly wide use of indicators can be considered as a result of the recent decades of 
managerial changes, also known as New Public Management (NPM). One of the major changes is the 

http://pub.epsilon.slu.se/13077/
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emphasis on results rather than procedures.  A number of criticisms have been levelled at NPM and it 
is worth considering if tying gender equality work to indicators the way UU tried to do is the most 
optimal way of working. In some organizational contexts, it might be a better strategy to focus on 
structures and processes rather than results and body-counting. 

ONGOING ACTIVITIES AND FUTURE PERSPECTIVES 
UU initially focused on finding approaches that can be applied to more departments to ensure 
continuous work with the gender equality indicators. However, a person with unique expertise in the 
data system recently retired with the result that the basic structure of the indicators, the data system 
for all UU staff, had to be reconstructed. The data system has now been replaced by a new and 
improved version, but the existing indicators cannot automatically, or without considerable efforts, be 
carried over to the new system. Staff data by gender will still persist, but not the visual device to 
present the data.  

The FESTA team is exploring the possibilities to create a new display tool for the indicators and include 
it in the University’s gender mainstreaming efforts,8 as well as to refine the tool to make it easier to 
use. The former project manager for gender equality indicators is also part of a national network for 
HR statisticians that are right now developing an indicator for occupational positions for all higher 
education institutions in Sweden, similar to the UU one.  

In order to raise awareness and initiate change, UU will take into consideration extending the existing 
indicator tool with two new indicators measuring the core University activities, namely the distribution 
of teaching/research duties and internal research resources. Because of its highly advanced monitoring 
systems, UU has served as exemplary case in a national pilot study on how to measure the gender 
distribution of internal research resources. The case study about UU suggests that it is possible to 
extract such basic data in different categories of staff and disciplines from the current data systems. 
Deeper information on the individuals who receive the funds – in the form of salary and/or for 
financing other costs – can also be extracted from the systems. It may also be possible to extract (the 
official) gender distribution of teaching/research duties from the current staff database. This could be 
done by seeing from which accounts the persons in question are paid. 

Another important factor that will affect the use of the indicators is the altered Swedish discrimination 
act that comes into force next year. For example, salary surveys will be carried out annually and the 
current requirements for action plans are replaced by a general framework requiring written 
documentation. How this decision will affect the ordinary gender equality work at the departments 
remains to be seen. 

8 The Swedish government has decided to mandate gender mainstreaming of all universities and university colleges and has
in its letter of regulation instructed the higher education institutions to develop a plan for that by May 2017. 
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9 For further information, please refer to the German version of the law, valid in the State of North Rhine Westphalia: Gesetz
zur Gleichstellung von Frauen und Männern für das Land Nordrhein-Westfalen (Landesgleichstellungsgesetz - LGG): 
https://recht.nrw.de/lmi/owa/br_text_anzeigen?v_id=220071121100436242 

RWTH Aachen University 

DIALOGUES AND ACTION PLANS 
At RWTH Aachen University, using statistics to monitor gender equality activities started when the 
States gender equality law (LGG) was passed in 19999. The law contained a paragraph about the need 
to establish Gender Equality Plans at public institutions. Once in place, the law demands to revise 
these plans triennially. So the collection of gender-data became a certain routine for universities 
although there still was room for improvement.   

For this reason, the first Equal Opportunities Strategy at RWTH Aachen (2008-2012) was introduced 
complementary to the legal obligation. It primarily focused on the goals of equal opportunities for 
women in science and the promotion of family-friendliness. In addition, also a Diversity Concept was 
put in place in 2013, embracing gender equality as one field of action. The Gender Equality Plan and 
the Equal Opportunities Strategy are the two main points of reference when it comes to gender 
monitoring at RWTH Aachen University. 

With the help of gender monitoring, RWTH Aachen University seeks to anchor equality awareness in 
their planning and control systems, following a gender mainstreaming approach. Based on binding and 
verifiable equality goals, the Rectorate understands the implementation of equal opportunities 
measures as a management task. The goals and measures are defined in the Equal Opportunities 
Strategy and in the statement on the Implementation of Standards on Gender Equality set by the 
German Research Foundation (DFG). Through its regular revision, gender monitoring thus contributes 
to making the status quo and the goals of the equal opportunities activities at RWTH Aachen University 
more transparent and to analyze the effectiveness of gender equality measures.  

FESTA’s aim is to further improve RWTH Aachen University’s gender mainstreaming with sound data 
analyses and a gender monitoring system. This should be understood as an addition to the data which 
is used to compile new Gender Equality Plans and which is usually gathered by the gender equality 
officer. On a yearly basis this data is presented to the equality council of the university’s senate. The 
council comprises representatives of all status groups and therefore enjoys high reputation in the 
university’s self-administration. 

The main actions for the FESTA team to be taken are the homogenization of the data, inserting 
selected indicators in the renewal of Gender Equality Plans and putting gender monitoring as a topic in 
the renewal of the Equal Opportunities Strategy. 
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On a more general level, FESTA supports the 
idea to bring together the various gender 
stakeholders in science and university 
administration of RWTH. As a moderator we 
prepare the ground for deepening the 
common understanding of future actions to 
be taken to improve equality.  

With these ideas in mind, we started our 
dialogues. Our aim was to integrate not only 
the general support of the university 
management but also the respective 
departments in the university 
administration. We asked if the existing data 
of the university can be used appropriately 
for our indicators and we wanted to 
establish a common way to determine these 
data. Ideally, these data would have been 
integrated into the Gender Equality Plans. 
Ultimately, we want to integrate a 
sustainable use of the available indicators in 
the university, especially on a central level. 
For the time being though, it is unclear 
which of the indicators that were proposed 
by FESTA will find their way into the next 
gender equality plan. The consultation 
process for the gender equality plans will 
start in fall 2016 when it will be decided 
which new indicators will be introduced. 

Phase 1: Development of indicators 

As RWTH Aachen University has already 
been working with Gender Equality Plans for 
some years, our purpose was to sustain the 
existing elements and to develop further 
indicators as a whole set of a gender 
monitoring system to strengthen the Equal 
Opportunities Strategy.  

At RWTH Aachen University, we developed a 
data set for the voluntary Equal 

Table 5: Indicators to complement the existing gender monitoring 
system at RWTH Aachen University; indicators already implemented are 
highlighted in blue 
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Opportunities Strategy which takes up the four main fields of action which are referred to in already 
existing gender and diversity strategies: research, teaching, personnel development and organizational 
specifics.  

The indicators identified by the FESTA team would serve as a full picture, basically represent a whole 
set of a gender monitoring system about the different aspects of RWTH Aachen’s academic life in the 
following dimensions: 

- Gender expertise in research, projects and teaching 
- Gender proportion in teaching  
- Position of female researchers in research: leading a project, being visible by publications, 

presentations and awards  
- Success rates of female researchers in appointment processes for professorships 
- Contract conditions, career development and budgets 
- Share of parental responsibilities  

To start the cooperation with the departments, we presented the identified indicators to the Rectorate 
and the Head of Department for Planning, Development and Controlling and two of his Unit Heads. 
The purpose of our meeting was to find out which data are possible to provide. All participants agreed 
with the overall concept and signalized support for collecting data. Due to data protection issues 
though, some indicators had to be dismissed after this meeting. For example, in case of negotiations 
about the conditions of appointment, it would have been interesting to know whether women or men 
have different outcomes. But unfortunately the numbers are too small as to guarantee an anonymized 
process.  

Also, for some of the data, changes in the work flow, e.g. for the collection of bibliometric data would 
have been needed which take longer than prospected. So it was impossible to collect meaningful data 
for these indicators. Some organizational changes are still in progress. 

Collecting data 
At RWTH Aachen University, data is being collected within the administrative departments which work 
on relevant topics such as the Human Resources department collects data for the success rates in 
appointment processes. The first collection and analyses of data ran parallel to the meetings we had 
with the heads of the various data collecting units. Our priority was first on collecting and analyzing 
data which we needed for presentations in workshops and in faculties: the amount of third-party 
funds, gender aspects in teaching, success rates in appointment processes and contract conditions, 
women’s participation in bodies mainly as of 2012. This first phase ran from 2012 to mid-2013.  
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For the purpose of homogenizing the data, we met with the Vice Rector for Human Resources, 
Management and Development and the Equal Opportunities Officer in 2015. Both of them are working 
with gender-related data as well and they agreed that homogenization is a valuable contribution and 
should be processed. As a follow-up, we held a meeting with a staff member of the Equal 
Opportunities Office who is mainly responsible for gender data and agreed on a list which can be used 
as a common information base. This now forms the basis for a homogeneous use of gender data which 
improves the perceived reliability, the information about the used data and the discussion among the 
different units.  

Homogenization of data has been a huge topic since the Gender Equality Plans have been introduced. 
Each faculty and also the central departments of the administration need to describe the status quo of 
gender equality. This makes 15 single plans and only since 2014 the Gender Equality Plans follow a 
common structure with comparable indicators. Due to the effort of the central administration, we 
currently have a set of indicators for some standard organizational equality basics. Some of the 
indicators that we ask for in our gender monitoring system already is realized in the Gender Equality 
Plan (see the highlighted indicators in the table above). Newly collected data include the number of 
lectures and seminars with a main focus on gender, the amount of third-party funds which is spent by 
female and male professors, the age of female and male professors at their first appointment and the 
salary of researchers (excluding professors). The number of female and male researchers who took 
parental leave as a full leave or part-time leave had already been collected within the audit as a family-
friendly university, but these data had not been used for Gender Equality Plans so far.  

Phase 2: Dialogues about implementing data  
Our strategy during the second phase of the project was to present the data to those who supported 
us by collecting data. In order to do so, we have presented findings at different meetings with the 
Rectorate and the university administration since 2014. Of particular interest to them was the fact that 
women are less successful in bringing home third-party funds. Secondly, the broader analyses were 
used and discussed in a meeting in 2015 where we presented FESTA results on appointment processes 
to the Vice Rector for Human Resources and her staff, staff from the unit for Appointment 
Management and Civil Servants, the Equal Opportunities Officer and one of her staff members. The 
results were discussed in detail, giving more insights on specific occasions in different faculties. Our 
impression was that the audience listened carefully and was open to new facts they had not known 
before, although they are experts on the field of appointment processes. Furthermore, an open 
discussion had developed and parts of the audience shared their practical experience in this field. 

In 2015, we also analyzed the data which we received from the human resource department. Using 
this data, we wrote a paper, consisting of our results, visualized as figures, and our interpretations. We 
presented this to the Deputy Head of human resources.  

Homogenization of data 
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As Gender Equality Action Plans are a legal necessity and have to be renewed every three years, one 
aim was to use them as a tool to implement a gender monotoring system step by step. The idea was to 
integrate the indicators described above into the Gender Equality Action Plan. 

In 2014, we presented first results in decision-making bodies of two STEM faculties, the Faculty of 
Mechanical and Electrical Engineering, respectively. At the Faculty of Mechanical Engineering we 
presented the data to the professorium (a group where professors meet exclusively), and, additionally, 
to the faculty council. Interestingly, some of the professors suggested using an indicator which also 
represents the work load of female researchers rather than only counting numbers of female and male 
staff. This is a quite common discussion at RWTH as female researchers and professors sometimes 
complain about too many meetings. They have the impression to be sitting in more bodies because of 
quotas, and the few women among the STEM professors are asked too frequently. Many researchers 
regard this as lost time which cannot be used for their regular scientific work. So, female scientists 
sometimes even have extra work on top because they are women. Collecting this information though 
is not the same as to ask for some data but one would need to start interviewing people on their 
schedules and work loads. 

In addition to the involvement of the decision-making body on the faculty level, the Deans’ Offices of 
different faculties were offered advice on the preparation of Gender Equality Action Plans. During this 
process in 2014, dialogues were held in five faculties about their specific progress in women’s 
participation based on personnel data. The respective Dean and the Equal Opportunities Officers were 
involved in most dialogues.  

 Dimension Indicators 

Degree of gender studies in research Funded projects with gender aspect in the head line of the 
project in relation to all projects 

Position of women in science Share of projects led by women  
Female share of publications 
Prizes/Awards/Honors held by women in relation to all prizes 

Degree of Gender studies in education Courses with gender aspects in the head line of the course in 
relation to all courses 

Degree of gender equality in career development Contract conditions  
Success rate of applications for professorships of men and 
women 
Age at first appointment on professorship 
Status of professorship (short-term / long-term) 
Share of women in boards and committees 

Degree of gender equality in budgeting Salary including bonus of scientific staff 
Financing of projects led by women and men 
Expenses for gender equality measures 

Work (Science) Life Balance Parental leave 
Maternity leave 

    Table 6: indicators that should be introduced into the next gender equality plans 

Dialogues on Gender Equality Plans 
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The result of all the dialogues was that some interesting indicators will not be included due to data 
protection issues as is the case for the dimension “homogenization of scientific careers” where 
anonymity could not be guaranteed. The table lists the indicators which were agreed upon, are 
feasible to access and could complement the gender equality plans. 

EVALUATION 

A preliminary evaluation of indicators was done during the first part of this task while choosing which 
indicators to introduce. In that phase, effort/value effort, availability and sustainability have mainly 
been evaluated. During the dialogues gender statistics were presented, commented and evaluated by 
the participants. Discussions were documented in order to keep track of the specific comments on 
indicators’ evaluation.  

Obviously, a couple of dialogues were not sufficient to introduce a wholly new gender monitoring 
system and it takes some more effort to change the existing routines which are embedded in the 
administrative daily work flow. Our meetings have shown that it is not always easy to gather the data 
that is needed. Furthermore, the data is not centrally stored and therefore their collection follows 
different procedures.  In the long run, we will document which of the indicators will be included into 
the next update of the Gender Equality Plan and the Equal Opportunities Strategy. 

ONGOING ACTIVITIES AND FUTURE PERSPECTIVES 
Equal Opportunities Strategy 
The renewal of the Equal Opportunities Strategy is going to be a major task in 2016. The renewal of the 
Equal Opportunities Strategy became apparent already in late 2015. The current plan is to integrate 
the topic of Gender Monotoring as one of the strategic areas with a separate set of aims and measures. 
In close collaboration with the Equal Opportunities Officer, the new Strategy will contain the results of 
FESTA’s Gender Monotoring and will reflect the evaluation of the current strategy. At the end of 
February 2016 all gender equality stakeholders within the university met to discuss the fields of 
importance that should be included in the Strategy. In July 2016, a first consultation with the Rectorate 
and the Senate will be held. Taking their considerations into account, a new Strategy will be drafted 
and hopefully be approved by September 2016. The voluntary Equal Opportunities Strategy will 
become important for future research proposals because research funding institutions will ask every 
university to prove their commitment if they apply for funding. 
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Gender Equality Plan 
Closely connected to the Equal Opportunities Strategy, the update of the Gender Equality Plan is 
scheduled for the fall of 2016. We envisage using our results during the consultancy process which will 
be initiated by the FESTA team in 2016.  

Gender consulting 
One of the responsibilities of our unit within the university is to consult every proposal process with 
respect to gender aspects. Currently, we advise researchers on how to obtain gender budgets when 
they apply for particular national funds. In the future, it will be even more important for the 
applications in the EU Horizon 2020 calls. 

Raising Awareness 
In the long term, the objective is to raise awareness of gender and diversity issues at the university, 
with the ultimate aim to result in a culture that considers the diversity of students, faculty and staff a 
valuable resource and which has processes in place that are free from discrimination.  
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