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Executive Summary

The overarching strategic objective of the TARGETED-MPI project is to introduce institutional
changes in Business and Management (B&M) Schools to drive more inclusive, sustainable and
transparent academic cultures. Aligned with this objective, and critical to the success of the
TARGETED-MPI project, is the development, implementation, and monitoring of solid Gender
Equality Plans (GEPs) grounded on international state-of-the-art (SoA) knowledge and
international state-of-practice (SoP). Therefore, a key milestone for the achievement of the
TARGETED-MPI objectives is the comprehensive SoA and SoP review associated with Gender
Equality (GE) issues in Research Performing (RPOs) and Research Funding Organisations
(RFOs). The objective of this deliverable is to present the findings of the SoA and SoP review
performed within the activities of Work Package 2 (WP2) of the TARGETED-MPI project.

An integrated methodological framework was developed in order to organise and execute the
research activities that led to the development of this deliverable. Initially the review was
divided into two major streams, namely: State of the Art (SoA) and State of Practice (SoP) in
GE. The SoA review was mainly focused on the extant GE academic literature, while the SoP
encompassed a wide spectrum of GE policy documents and reports of GE projects.

The first step of the methodology was to identify the body of knowledge that should be
included in the respective reviews. The SoA review included sixty (60) academic papers and
reports including both theoretical and empirical studies. The review spanned a period of thirty
(30) year for the theoretical studies, and fifteen (15) years for the empirical SoA studies. The
criteria used to identify the SoP body of knowledge included: geographical coverage (National,
European), type of organisations involved (RPOs, RFOs), and GE policy levels (National,
Organisational). Based on these criteria the SoP review covered the following categories of
documents : i) GEPs of research-performing organisations funded by the Horizon 2020
programme, ii) GEPs of research-funding organisations in the TARGETED-MPI partner
countries, i.e. Belgium, Greece, Sweden, United Kingdom, and Lebanon, iii) National GE
studies in the TARGETED-MPI partner countries, iv) European GE studies, v) GE legislation in
the partner countries, and vi) GE regulations in the partner organisations.

The SoA review was performed by different researchers coming from different partners, while
the reviewed SoP documents were written in different languages (English, Flemish, Greek,
Lebanese, and Swedish). Therefore, it was necessary to develop templates to standardise the
review process to ensure uniformity regarding the type and the extent of the information that
had to be extracted from the primary SoA and SoP sources. The uniformity of the extracted
information also facilitated the synthesis of the SoA and SoP. The findings of the SoA and (SoP)
review were further synthesised, to identify key issues that should be considered in
developing, implementing, and monitoring the TARGETED-MPI GEPs.

Our SoA review identified and classified the factors that are affecting and manifesting Gender
Equality (or the lack of it) in academic organisations. The identified factors are influencing
gender equality at different levels and consequently their impacts are manifested at different
scales. The three broad categories of factors were classified into : i) factors setting the cultural
context within which an academic organisation operates, ii) meso organisational factors that

This project has received funding from the European Union’s Horizon 2020 8
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reflect the effects of the cultural context into the way that academic organisations are
operated and managed (we call them organisational meso symptoms), and iii) factors
personally felt affecting individual careers of female academics. These three categories of
factors constitute the elements of a multilayer conceptual framework used to identify
determinants, barriers, and enablers of GE in academia. The SoP review examined, European,
national and institutional contextual factors affecting GE in academic organisations and
distilled the international experience regarding the planning, implementation, and monitoring
of GEPs in Research Performing (RPOs) and Research Funding (RFOs) organisations.

The key issues emerging from the synthesis of the SoA and SoP are provided below:

i) Cultural, Political, and legal Contexts Matter: The Macro Level Policy Articulation-Policy
Implementation Gap

Gender equality (or the lack of it) in academic organisations is deeply rooted in the
organisational culture that reflects largely the culture and structures of the society within
which they operate. Besides the strong influence of culture on GE, our SoP revealed that
national and supranational legislation (for the case of the EU Member States), shaped by the
corresponding social-economic and cultural contexts, as well as the government’s political
priorities have a very strong bearing on the manifestation of GE in academic organisations. It
is worth noting that national and supranational legislation, in certain instances, may
supersede the culturally ingrained concepts of gender inequality embedded in the society and
the academic organisations, and therefore it can act as an enabler in overcoming cultural GE
barriers. This observation may provide useful guidance, and should be interpreted with care,
when it comes to the planning and implementation of GEPs. Specifically, although
“progressive gender equality legislation” and “political will” may provide the necessary
conditions for introducing gender equality policies in academic organisations, these conditions
may not be sufficient to overcome cultural barriers. This may delay the implementation of GE
or it may lead to inadequate implementation of GE legislation. An important finding from
reviewing national studies in partner countries is that there is significant knowledge of GE
legislation and how policy is developed. Nonetheless, studies considering the impact of GE
legislation reveal that the implementation of rules and regulations has been slow, uneven,
and even non-existent in some organisational contexts.

ii) Bespoke Gender Equality Planning and Implementation

At the organisational level, the maturity of gender equality planning is determined largely by
the presence of barriers and enablers originating from the broader cultural-social-political-
legal environment within which academic institutions operate and from the academic culture
of the specific organisation. In strongly gendered societies, academic organisations are
strongly gendered while in gender egalitarian societies it is more likely to reflect and practice
this egalitarianism. The partner Universities in TARGETED-MPI are coming from different
societal cultures and therefore, are displaying a varying degree of gendered culture, and
structures and resistance to gender equality initiatives. Therefore, the current level of
maturity in policy development varies across partner institutions and covers a wide spectrum
of gender equality planning options ranging between the adoption of a broad strategy and

This project has received funding from the European Union’s Horizon 2020 9
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plans, to specific policies for single issues. Similarly, plans for action vary in how they are
monitored and the level to which they are accountable internally and externally. The SoP
review identified gaps between gender equality planning and implementation. These gaps
vary among the participating institutions and depend on the broader cultural-social-political-
legal environment that the partner institutions operate. The diversity regarding gender
equality among the TARGETED-MPI institutions provides a fertile ground for identifying good
gender equality planning practices that can be shared by the partner institutions. In this
direction, the TARGETED-MPI GEPs should thoroughly analyse the current level of GE planning
maturity of the respective institutions and should develop bespoke GEPs that will recognise
constraints and opportunities existing at the different institutions.

iii) GEP Implementation and Monitoring Enablers

A critical milestone for the development, implementation, and monitoring of the GEPs is the
understanding of the factors that can help the partner organisations to overcome existing
gender equality barriers. The enablers identified by the SoA review provide useful input for
the development of the TARGETED-MPI GEPs. Key GEP implementation enablers identified by
our SoA review include gender equality awareness raising, top management commitment,
establishment of formal, transparent and equitable career progression evaluation processes,
and introduction of continuous monitoring of clearly defined gender equality targets. It is
worth emphasising here, that a key enabler for the successful implementation of GEPs is that
their development and monitoring should be evidence-based and data driven. To this end, the
use of appropriate time-bound indicators that are measuring specific impacts and targets is
instrumental. In terms of their content, the GEPs should include policies supporting work-life
balance, and interventions that will enable the realisation of the full potential of female
academics. These interventions may include the provision of adequate resources and
management commitment to support talent and promote female leadership, introduction of
female mentoring programs, and provision of support for networking activities. The specific
types of interventions that will be included in GEPs should be tailored to address the barriers
faced by female academics, they should target cultural, and structural obstacles, they should
be both bottom-up and top-down, and should recognise the importance of localised alliance
within a sector. Also, interventions where gender is a fundamental aspect of training and are
aimed at all employees would help to avoid “fix the woman” trap and encourage
accountability across the organisation.

In a nutshell, our SoA and SoP review shed light on the complex multi-layered interactions of
cultural, political, and legal factors that are determining the context within which GE (or lack
of it) is manifested. The thorough understanding of these intricate relationships is of utmost
importance in identifying the potential barriers and enablers emanating from the national and
organisational context, and in developing, implementing, and monitoring bespoke GEPs. The
findings of the SoA and SoP review reported in this deliverable along with the direct input
received from the stakeholders who participated in the first TARGETED-MPI workshop provide
significant input for: i) understanding the major determinants of gender inequality, ii)
identifying barriers and enablers to GE, iii) determining the types of interventions that should
be included in the GEPs, iv) designing the processes required for the effective implementation

This project has received funding from the European Union’s Horizon 2020 10
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of GE interventions, and v) establishing the mechanism that will measure and monitor
progress in meeting gender equality targets.

The remainder of this document consists of five sections. Section 1 introduces the deliverable
objectives. Section 2 presents the methodology used to review and synthesise the SoA and
SoP in GE. Section 3 summarises the findings of the SoA while Section 4 does the same for the
SoP. Section 5 provides the synthesis of the key SoA and SoP findings. In addition, the
document includes two appendices presenting the templates used for extracting information
for the SoA and SoP respectively.

This project has received funding from the European Union’s Horizon 2020 11
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1 Introduction

The overarching strategic objective of the TARGETED-MPI project is to introduce institutional
changes in Business and Management (B&M) Schools to drive more inclusive, sustainable and
transparent academic cultures. Aligned with this objective, and critical to the success of the
TARGETED-MPI project, is the development, implementation, and monitoring of solid Gender
Equality Plans (GEPs) grounded on international state-of-the-art (SoA) knowledge and
international state-of-practice (SoP). Therefore, a key milestone for the achievement of the
TARGETED-MPI objectives is the comprehensive SoA and SoP review associated with Gender
Equality (GE) issues in Research Performing Organisations (RPOs) and Research Funding
Organisations (RFOs). The results of the SoA will provide the theoretical and methodological
underpinnings for the development, implementation, monitoring, and evaluation of GEPs,
while the SoP will shed light on the contextual factors affecting the actual deployment and
monitoring of GEPs. Therefore, the body of knowledge emerging from the synthesis of the
SoA and SoP provides indispensable input for the identification of the issues that should be
addressed by the Gender Equality Plans (GEPs). The objective of this deliverable is to present
the findings of the SoA and SoP review performed within the activities of Work Package 2
(WP2) of the TARGETED-MPI project.

Based on the TARGETED-MPI Description of Work (DoW) the synthesis of the SoA and SoP is
performed in WP2. The WP2 obijective is to “review the State of the Art (SoA) and State of
Practice (SoP) associated with GE issues, and to map contextual factors influencing GE”. The
findings of past and current Horizon 2020 projects as well as the findings of national GE plans
and actions will be included in this review. The SoA review will focus on theoretical and applied
research regarding the factors affecting gender inequality. The SoP review will focus on GEPs
of research funding and research-performing organisations. Gender related legal and
institutional issues will be reviewed at European and national (Greece, UK, Sweden, Belgium,
and Lebanon) level. This review will set the backdrop against which the GEPs of the institutions
participating in the TARGETED-MPI consortium will be developed. Special care will be taken
to identify gender inequality issues associated with the academic environment and culture of
Business and Management Schools. The outputs of the SoA and SoP will be summarised in
D2.1 ‘Synthesis of GE SoAs and SoPs’ that will be discussed at the first stakeholders” workshop
in WP3 (European Commission/Research Executive Agency, 2020). In line with the TARGETED-
MPI D2.1 objectives (European Commission/Research Executive Agency, 2020), this document
summarises the work performed in WP2 and presents the findings of the synthesis of GE SoA
and SoP.

The remainder of this document consists of four sections. Section 2 presents the methodology
used to review and synthesise the SoA and SoP in GE. Section 3 summarises the findings of
the SoA while Section 4 does the same for the SoP. Section 5 provides the synthesis of the key
SoA and SoP findings. In addition the document includes two appendices presenting the
templates used for extracting information for the SoA (Appendix A) and SoP (Appendix B).

This project has received funding from the European Union’s Horizon 2020 12
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2 Methodology

An integrated methodological framework, presented in Figure 2-1, was developed in order to
organise and execute the research activities led to the development of this deliverable.
Initially the review was divided into two major streams, namely: State of the Art (SoA) and
State of Practice (SoP) in GE. The SoA review was mainly focused on the extant GE academic
literature, while the SoP encompassed a wide spectrum of GE policy documents and reports
of GE projects.

Figure 2-1: WP2 Methodological Framework

The first step of the methodology was to identify the body of knowledge that should be
included in the respective reviews. The SoA review included sixty (60) academic papers and
reports including both theoretical and empirical studies. The review spanned a period of thirty
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(30) years for the theoretical studies, and fifteen (15) years for the empirical SoA studies. More
details regarding the SoA literature search, selection, classification, and information
extraction, methodology are provided in Section 3 (SoA Review) of this document. The criteria
used to identify the SoP body of knowledge included: geographical coverage (National,
European), type of organisations involved (RPOs, RFOs), and GE policy levels (National,
Organisational). Based on these criteria the SoP review covered the following categories of
documents: i) GEPs of research-performing organisations funded by the Horizon 2020
programme, ii) GEPs of research-funding organisations in the TARGETED-MPI partner
countries, i.e. Belgium, Greece, Sweden, United Kingdom, and Lebanon, iii) National GE
studies in the TARGETED-MPI partner countries, iv) European GE studies, v) GE legislation in
the partner countries, and vi) GE regulations in the partner organisations.

Following, the identification of the SoA and SoP body of knowledge, the next step of our
methodology involved the development of standardised templates for extracting and
summarising information from the primary SoA and SoP sources. The SoA and SoP review was
performed by different researchers coming from different partners, and the reviewed
documents that had to be reviewed were written in different languages (English, Flemish,
Greek, Lebanese, Swedish). Therefore, it was necessary to standardise the review process in
order to ensure uniformity regarding the type and the extent of the information that had to
be extracted from the primary SoA and SoP sources. The templates used for the SoA and SoP
review are provided in Appendices A and B of this deliverable respectively.

The uniformity of the extracted information also facilitated the synthesis of the SoA and SoP
performed in the next step of the proposed methodology. The third step of the methodology
involved the synthesis of the information that was extracted from the SoA and SoP
documents. The outcome of the SoA and SoP synthesis is provided in Section3 and Section 4
of this report respectively. The SoP and SoA review findings were further synthesised, in step
4, in order to identify key issues that should be considered in developing, implementing, and
monitoring the TARGETED-MPI GEPs.

This project has received funding from the European Union’s Horizon 2020 14
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3 State-of-the-Art

3.1 Aimand Scope

The objective of this section is to review the State of the Art (SoA) in the broader area of
Gender Equality (GE), to inform the planning, implementation, and monitoring of Gender
Equality Plans (GEPs) of the TARGETED-MPI project. Specifically, the body of knowledge (BoK)
that constitutes the subject of the SoA review includes conceptual and empirical papers,
reports, and surveys to map contextual factors influencing Gender Equality in institutions in
general, and specifically in Business & Management (B&M) Schools.

3.2 State of Art Methodology and Analysis

3.2.1 Inclusion Criteria

The research question underpinning the choice of the BoK to be reviewed was: What are the
internal and external factors that influence gender inequality in research performing and
research funding institutions and, more specifically, in business and management schools?

An important feature of our review involves the detailed and accurate definition of the
characteristics of studies to be included in the review. Therefore, we developed an explicit set
of inclusion criteria to: (1) reliably guide which studies would be included in the review; (2)
define the population to which the conclusions of the review could be made; (3) ensure the
transparency of the review. The inclusion criteria were:

- Research approach: conceptual/theoretical/theory development papers,
surveys, field experimental, focus groups, interviews, case studies, reviews, and
meta-analyses

- Reporting format of studies: published studies, dissertations, unpublished
written reports, conference presentations

- Time: for theoretical papers, we searched back 30 years and for empirical papers,
we went back 15 years

- Countries: any country

- Language: only English

- The topic of papers: factors that influence gender inequality in research
performing and research funding institutions.

3.2.2 Literature Search

After specifying the inclusion/exclusion criteria, the next step was to begin searching for
relevant literature in multiple bibliographic databases. We searched in EBSCO, Google Scholar,
ProQuest, Research Gate, EBSCO dissertations, and academic conferences. We required that
the selected titles or keywords or abstracts contain at least one of the following terms: gender
equality, gender inequality, gender equity, gender inequity, gender discrimination, gender
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non-discrimination, gender and equal opportunities, gender imbalances, gender bias, gender
consideration, gender dimension. To avoid irrelevant material, we added “AND” terms
relating to the sample and the outcomes of interest. Specifically, we searched for publications
containing in their titles or abstracts the following terms: organisations, institutions, research
institutions, educational/academic institutions, universities, business and management
schools, college institutions, and research organisations. Relating to outcomes of interest the
respective terms were: pay, recruitment, retention, career progression, decision making,
research, career paths, career shocks, leadership in research, and authorship. The articles
identified were scanned by reading their abstracts to ensure a substantive context (relevance
appraisal). The articles selected through the previous screening of abstracts were then read
to ensure the alignment between chosen studies and the inclusion criteria. The citations in
the reference section of reviews were also scanned for inclusion in the synthesis (backward
reference searching).

To have enough time to extract information in high detail on the one hand and to include the
most important and relevant papers, on the other hand, we decided to include 60 papers. The
main characteristics of the included studies are presented in Table 3-1.

Most of the studies (49 out of 60) were published after 2010. We included 49 journal papers,
two conference proceedings, two theses, and seven documents of other publication type. The
vast majority (54 out of 60) of first authors were women. Indicative theoretical frameworks
used in the reviewed documents were the feminist perspective, the feminist institutionalism,
the feminist theory, the intersectional approach, the social construction feminism, and the
human capital theory. Most of the included studies were undertaken in Europe (27) and USA
(21). We included six surveys, two experiments, seven studies of other quantitative research
design, 13 interview research studies, one focus group research study, six studies of other
qualitative research design, five mixed-methods research study, and 20 conceptual papers.
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Characteristics of included studies (

Year N Country N
<2000 1 Europe 27
2001-2005 1 America 21
2005-2010 9 Africa 1
2011-2015 13 Asia-Pacific 5
2016-2020 36 Multinational 2
Publication type NA 4
Journal paper 49 Research design

Conference Proceedings 2 Quantitative 15
Theses 2 Surveys 6
Other 7 Experimental 2
Gender of the first author Other 7
Female 54 Qualitative 20
Male 6 Interviews 13
Theoretical framework Focus groups 1
Feminist perspective 3 Other

Feminist Institutionalism 3 Mixed methods 5
Feminist theory 3 Conceptual 20
Intersectional approach 2 %
Social construction feminism 2 %
Human Capital theory 2 -
Other 13 /

NA 32 /

Table 3-1: Characteristics of Included Studies

3.2.3 Data Analysis

After the initial screening of the identified relevant studies, we developed a template in order
to standardise the information/data that would be extracted from our primary sources. The
use of this template ensured uniformity regarding the type and the extent of the information
that had to be extracted from the primary SoA sources, and the documentation, transparency,
and traceability of the extracted information. Based on the SoA information extraction
template provided in Appendix A, we extracted the following information from each reviewed
document:

) publication (i.e. title, authors’ names and gender, year of publication, type and
source of publication, and abstract);
) research context (i.e. motivation, aim and research questions, theoretical

framework, research design, data collection method, country of study, and type
of institution concerned);

) results (i.e. gender issues addressed, gender equality impacts addressed,
outcome measures, key findings, identified factors influencing gender equality,
key performance indicators, and intervention implemented); and

V) applicability of results to the TARGETED-MPI and recommendations useful
beyond scope of TARGETED-MPI.
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Following thematic analysis procedures (Vaismoradi, Jones, Turunen, & Snelgrove, 2016),
career structuration theory (Barley, 1989; Dokko, Nigam, & Chung, 2019; Andresen, Apospori,
Gunz et al, 2020), the sociological concept of meso-structure (Maines, 1979) and a cultural
dynamics model (Hatch, 1993) we classified the information we extracted from the primary
sources into three themes of factors affecting and/or expressing Gender Equality. In
particular, after the initialisation process of reading and coding the information from the
primary source regarding Gender Equality factors in academia, we constructed, first,
categories, then, subthemes and, finally, themes of these factors. Then we rectified, stabilised
and finalised subthemes and themes (Vaismoradi et al, 2016) and their relationship based on
career structuration theory (Barley, 1989; Dokko et al, 2019; Andresen, Apospori, Gunz et al,
2020), the concept of meso-structure (Maines, 1979) and the cultural dynamics model (Hatch,
1993).

3.3 Factors Influencing Gender Equality in Academic Careers

Careers, including academic careers, develop and exist in a cultural and structural context that
offers both constraints and opportunities (Andresen, Apospori, Gunz et al, 2020). The cultural
context consisting of assumptions and values rather invisible even by its own participants
(Hall, 1959) is realised through artefacts (Shein, 1984; Hatch, 1993). Career related artefacts
comprising rules, norms, resources and interpretive schemes - that co-occur in a continuous
production and reproduction of culture (Hatch, 1993) - mediate cultures and people’s career
behaviour (Barley, 1989; Dokko, Nigam, & Chung, 2019); as such they are meso-structures
(Maines, 1979) that “define the way careers “are” and “should be”” (Andresen, Apospori,
Gunz et al, 2020, p. 369). In that sense career outcomes although personally acted and felt by
individuals are structured through meso-factors.

Based on the above stated theoretical framework and the review of the existing literature
regarding the constraints female academics face in their careers we developed three themes
of factors inversely affecting female’s academic career:

i) factors defining the broader cultural context that an organisation is
embedded,
ii) the meso factors that are reflected as gender organisation

symptoms/artefacts and generate structural gender inequality conditions in an
organisation, and

iii) structural yet personalised gender inequality effects felt at personal level by
female academics.

In what follows we are systematically reviewing these three themes and their subthemes and
we conclude with the development of a conceptual framework that synthesises our findings
and establishes their interrelationships.
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3.3.1 The Cultural Context

At societal level, culture is a people’s total way of living, consisting of a set of control
mechanisms and passed from generation to generation through a socialisation process. As
such, culture is omnipresent and has various manifestations; however, it “hides much more
than it reveals, and strangely enough, what it hides, it hides most effectively from its own
participants” (Hall, 1959, p.39). That means that the members of a cultural entity, may not be
aware of their own cultural characteristics. At organisational level, including Academic and
Research Institutions, culture functions in a very similar way; it “is a deeply embedded feature
concerned with the underlying assumptions which determine how people think, perceive and
feel” (Handley, 1994, p. 12). Below, we synthesise the findings from literature review
regarding the cultural elements that research on gender equality in Academia has identified.

Gendered Culture

Organisational culture in Academia as a set of organisational control mechanisms consists of
a complex system of management beliefs, values, norms, and procedures that legitimise the
differential assessment of various activities, disciplines and groups of people (O’ Connor,
2020). Academia has been characterised as a male-dominated organisation and “based on a
traditional, linear male model” according to which academics focus on their career only, work
full-time and have no family responsibilities (Monroe, Ozyurt, Wrigley, & Alexander, 2008, p.
228). As a result, its “organizational culture reflects the wishes and needs of powerful men”
and “it is frequently underpinned by stereotypes (O’Connor, 2020, p. 215)” that trap male and
female academics alike in their prescribed roles. Academia is characterised by a hierarchical
and selective culture that disadvantages female academics (Parsons & Priola, 2013). Moreover,
organisational culture of academic institutions is highly competitive and individualistic,
undermining collaborative teamwork and sense of belonging. It is quite distressing and
contradictory to the personal beliefs of many female scholars on the one hand, to harm people
to get ahead and on the other, to act feminine-like and nice to get an advantage. Some women
have to change their actions as a way to survive; however, being good at “playing the game”
was unsatisfactory and insufficient for women in academia (Pololi & Jones, 2010).

Feminist institutionalists posit that academic institutions are essentially gendered which is to
say that “constructions of masculinity and femininity are intertwined in its daily life or logic”
(Clavero & Galligan, 2019, p. 10) rather than existing outside of it. In fact, “...while the norms
and values of organisations are presented as ‘gender neutral’ (i.e., wrapped in a veil of
objectivity and assuming a disembodied and universal worker) they are de facto deeply
androcentric” (Clavero & Galligan, 2019, p. 6). “Academia has historically been identified as a
particularly gendered setting” (Sharafizad, Brown, Jogulu, & Omari, 2017, p. 11). Universities
are gendered organisations, operating according to male definitions of meritocracy and male-
dominated career paths (Harford, 2018). A gendered organisation refers to the job design,
career ladders, work processes, methods of recruiting and selection, and the culture of
institutions that are characterised by assumptions and expectations about gender appropriate
rules. Gendered organisations’ procedures and systems are not gender neutral, but rather
promote the traits of one gender (Sharafizad et al., 2017). In a stereotypically gendered
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organisational culture, women’s marginalisation is perceived as normal (Handley, 1994) and
thus “hidden from its own participants” (Hall, 1959, p.39)

A number of particular nuances/sub-themes of gendered academic culture documented in the
literature of gender equality in academia — such as patriarchy and masculinity, the ideal male
academic, paternalism, stereotypical gender roles, gender bias and gendered disciplines — as
well hidden but omnipotent assumptions and values entwined and reinforcing each other
through a dynamic process (Hatch, 1993) and inversely affecting gender equality are
subsequently presented.

3.3.1.1 Patriarchy and Masculinity

Patriarchy and masculinity dominate the culture of academic institutions (Parsons & Priola,
2013). Patriarchy is the factor that has the most pervading impact on organisational decisions,
creating ‘dominant-subdominant’ model whereby the subdominant group (women) is kept in
place by being labelled substandard by the dominant group (men). The subdominant group
has to accept the other group’s definitions of “normality” while different views are rejected
and silenced as being odd and inarticulate (Handley, 1994).

Academia seems to be an environment in which men and masculinity are locked into one
another in ways that exclude or marginalise women and femininity, whether or not by design.
This vertical segregation affects both academic and general staff at universities (Sharafizad et
al., 2017). For instance, masculine information and support systems have a strong
exclusionary effect in terms of access to professorial positions and social networks that
facilitate insight information about vacancies and job positions (van den Brink & Benschop,
2012). In addition, criteria for career advancement are underpinned by masculine norms such
as uninterrupted production of research output (Johansson & Sliwa, 2014). In Business and
Management schools in particular, patriarchal culture, deeply embedded in a male-dominated
social context, remains unchallenged and assigns female academics a subordinate role (Mavin,
Bryans, & Waring, 2004). “Classrooms can easily become spaces that reify the operations of
patriarchal institutional power on students” (Spitzer-Hanks, 2016, p. 396). Patriarchy and
masculinity create the context where the “ideal male worker” and paternalism prosper.

3.3.1.2 The ldeal Male Academic

Traditional academic profession and academic career ideals presume that academics are
male, and that job is playing the primary role in life. The “ideal” academic is the one who
devotes his entire life to a full-time job and does not allow his performance to be distracted
by family obligations (Santos & Cabral-Cardoso, 2008). Similarly, successful researchers are
expected to devote their time exclusively to science (Nielsen, 2015). Implicit standards and
norms require that scholars work nights and weekends, do after-hours research and use
summer breaks to participate in international conferences; in that sense work is playing the
primary role in academic’s life and is separated from the rest of it. Productivity and
commitment are evaluated in terms of hours spent at work, thus ignoring female academics’
particular needs and priorities (Santos & Cabral-Cardoso, 2008). Therefore, policies such as
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paid parental leave, flexible working arrangements do not just become “empty referents”
undermined by perceptions of merit based on these male standards of academic productivity
and commitment but also are considered as barriers to career progression (Klocker &
Drozdzewski, 2012; Santos & Cabral-Cardoso, 2008). More especially the masculine norm of
career path with uninterrupted progression may greatly negatively impact female academics
with young childcare responsibilities (Johansson & Sliwa, 2014). The male, strong,
authoritarian, ideal affects how the competence of female candidates is assessed (van den
Brink, & Benschop, 2012).

3.3.1.3 Organisational Paternalism

In academia, as also happens in other institutions and organisations, paternalism derives from
a sense of responsibility of those with more power for those with less power, i.e. younger and
female academics. However, paternalistic academic culture, behind its benign facade of help
and support, may create an environment of obedience and silence where those who are close
to “pater” benefit in their career development while those who resist and “speak up” are
ostracised or even bullied; paternalism may decrease the levels of self-worth and self-respect
(Zawadzki, & Jensen, 2020).

The notion of paternalism has a strong gender denotation as it is derived from the word
“pater” meaning “father” in Greek and Latin. Organisational paternalism is often recognised
as a factor of gender inequality in academic institutions as it “encourages conformity to
traditional gendered expectations and artificially constrains women’s careers” (Rivera, 2017,
p. 1133).

Women are not seen as obvious choices for professorship because of the paternalistic view
that the professor's role is too much to be demanded from a woman. Becoming a full professor
is very difficult and challenging for women; thus, “men committee members feel the need to
‘protect’ women from this heavy duty by not appointing them” (van den Brink, & Benschop,
2012, p. 79). As a result, female candidates with care duties have to convince committees that
work would be a priority for them, while male candidates with family duties are rarely asked
about their intentions to balance family with work (van den Brink, & Benschop, 2012).

Several instances of organisational paternalism are described by Rivera (2017) such as using
women’s relationship status as an excuse of keeping them out of desirable tenure-track
positions, the assumption being that they help women solve the conflict between “following”
their partner and taking up the position they apply for; avoiding to interview, hire, or promote
a pregnant woman or a new mother because of paternalistic concerns about the welfare of
the child or mother; pressuring women to take flexible work arrangements they did not
request, and denying women demanding assignments out of assumed incompatibility with
traditional family roles.
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3.3.1.4 Stereotypes/Gender Roles

Patriarchy, masculinity and paternalism are interweaved with gendered stereotypes,
principles and expectations that affect everyday life in organisations and contribute to
discriminatory practices favouring dominant male groups over female as well as other
disadvantaged groups. Therefore, men are preferred over women and this reproduces a
pattern in which men continue to succeed at the expense of women; this, as research has
shown, is a very persistent phenomenon (Powell, 2016).

A number of closely interweaved processes in gendered organisations interact to maintain
gender stereotypes and create patterns of discrimination (Powell, 2016): First is the
construction of gender divisions; this may entail divisions in labour, behaviour, space, etc.
Second is the construction of symbols and images which may reinforce the gender division.
Third is the interaction between men and women following patterns that ratify patterns of
dominance and subjugation and thus create gendered social structures. Fourth is the
production of various components of individual’s gendered identity regarding gender division,
symbols, images and patterns of interaction. In the stereotypically gendered culture of an
organisation the processes that marginalise and subjugate women are normalised and
reinforce the stereotypes (Handley, 1994).

Organisational gender stereotypes are generally based on what are often considered to be
“natural” differences between men and women in the workplace; thus, they are embedded
in patronising attitudes and rationales regarding what is best and most appropriate for
women; As most appropriate for women are considered areas that are people-oriented, have
a social or cultural dimension, and a softer style and are less likely to be confrontational.
(O’Connor, 2020b); as a consequence women are subjected to a series of stereotypically
gendered work roles such as those of the caring teacher/educator and the efficient
administrator (Parsons & Priola, 2013).

Stereotypical ideas about women in academia involve that “women (unlike men) prioritize
family over work or are unsuited to the long hours and dedication associated with academia”
(Powell, Au-King, & Hussénius, 2017, p. 3), they “lack the ‘necessary’ agentic traits to succeed
in academia” (Sato, Gygax, Randall, & Mast, 2020), and have to be subordinates. “Socialization
and upbringing subtle gender stereotypes may also operate in our elementary educational
systems thus feeding into the career choices and academic interest of children and
teenagers”. (Nielsen, 2015, p. 36).

Gender stereotypes influence both the assessment of male and female researchers' academic
research output and scholarly performance and the various duties allocated to men and
women. In fact, men commit more time to research activities than women, while women are
more often responsible for teaching, student support and administrative tasks (Filandri &
Pasqua, 2019; Parsons & Priola, 2013). Women are overloaded with having to guide students,
particularly students with problems. Traditional gender role stereotypes not only affect
administrative, teaching and mentoring assignments, but are also used as a justification for
controlling women's careers. (Pololi & Jones, 2010). Gender schemas “operate to privilege
men in academia by slightly undervaluing women’s qualifications” (Nielsen, 2015, p. 34),
suitability for academia (Powell et al., 2017; Sato et al., 2020), scholarly performance (Filandri
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& Pasqua, 2019), competence, research output, scientific competition and rigour (Sato et al.
2020). As gender stereotypes are normalised and unseen in gendered organisational cultures,
they are entwined with unconscious bias and gender blindness.

3.3.1.5 Unconscious Gender Bias

Unconscious bias is a theory developed to explain why women, as well as other minority
groups, are underrepresented in the higher levels of the hierarchy in organisations despite
attempts to increase diversity at the top levels of organisations; it “refers to social stereotypes
about certain demographics or groups of people that individuals form outside of their own
conscious awareness” (Corrice, 2009, p.1).

Unconscious gender bias, a well-hidden element of a gendered organisational culture, has
detrimental effects on women’s career advancement as implicit associations regarding
women’s professional and leadership roles impact decision making regarding women without
the awareness of the decision-makers (Westring, McDonald, Carr, & Grisso, 2016). Regarding
women academics, unconscious bias affects negatively their careers in various aspects, as for
example holding women applicants to higher evaluation standards regarding grant proposals,
giving them lower scores in grant renewal proposals (Westring et al., 2016), negatively
affected decisions regarding recruitment, hiring and evaluation processes (Corrice, 2009).
Also, decisions regarding labour division that determine the relative positions in academia,
women'’s underrepresentation and lower salaries may also be affected by unconscious bias
(Brown & Troutt, 2017). Unconscious gender bias well-hidden within gendered organisations
is entwined with gender denial, invisibility and blindness.

3.3.1.6  Gender Denial, Invisibility and Blindness

In gendered academic culture, male academics are particularly likely to deny the existence of
gender inequality and perceive that gender is not an issue in academia (O’ Connor, 2020b).
The fact that men occupy the majority of senior positions while not perceiving gender
inequality as an issue is detrimental for the career progression of female academics, for the
fair allocation of the resources to them, and for the success of initiatives to tackle gender
inequality (Garcia-Gonzélez, Forcén, & lJimenez-Sanchez, 2019). Regarding University
administrators, it should be noted that although they seem to be less likely to deny gender
inequality, they “care more about the appearance than the reality of gender equality”
(Monroe et al., 2008, p. 215) and fear gender discrimination “because it leaves them liable to
lawsuits” (Monroe & Chiu, 2010, p. 307).

While some kinds of inequality or barriers are visible, others may be invisible or go
unrecognised. Childcare responsibilities or men’s networks may be visible as contributing to
inequality whereas other issues such as lack of growth opportunities for or lower status of
casual or administrative staff may not be perceived as a gender-related issue. The invisibility
of inequality is also related to the lack of concrete and measurable organisational efforts to
address gender inequalities in spite of existence of formal policies expressing commitment
(Reilly, Jones, Vasquez, & Krisjanous, 2016). Furthermore, the very limited reporting on the
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academic promotions process in terms of relative applications and rates of success for men
and women and lack of explicit, measurable goals or consistent measurements against which
comparisons could be made contribute to the invisibility of gender inequality in academia
(Reilly et al., 2016).

In particular, in the field of management education, the failure of mainstream management
theory to recognise the relationship between management and gender, is also known as
gender blindness. As Business and Management Schools follow a gender-blind approach to
research and education, this is reflected on women’s underrepresentation in crucial for their
career positions and roles and the under-evaluation of women-related issues. Thus, gender
blindness is traced in editorial boards, choice of referees, referee comments and the decision
of whether to publish or not and in the choice of journal targeted by the authors. This under-
valued gender analysis of management hinders women to make highly rated journal
publications and influence negatively their careers. Business and management education is
not aware enough of the gendering processes at work to be able to tackle those (Mavin et al.,
2004).

Lack of teaching/learning focus on gender equality in the business education environment or
a lack of scholarly resources for awareness raising and reflecting about gender equality in the
business school, associated with gender denial and blindness, is a barrier to advancing gender
equality (Parsons & Priola, 2013; Wagstaff, Hadjimarcou, & Chanoi, 2020). Including gender in
teaching has been seen as a way to increase awareness and impact the next generation and
therefore is considered as central to change in the longer term. Awareness of gender
inequality is important in beginning to undermine its legitimacy (O’ Connor, 2020b). However,
due to the hierarchy of disciplines within the business school, subjects such as business ethics
and gender studies are feminised and therefore are valued less (Parsons & Priola, 2013); along
the same line, entire disciplines, such as humanities, are considered as feminine and are
valued less. In particular, research into the horizontal dimension of gender equality in higher
education has highlighted major gender differences between disciplines in terms of gender
composition, in particular in terms of the likelihood of leaving academia during the post-
doctoral career and the attitude towards work on gender equality. There are differences in
the perception of gender equality: male-dominated disciplines refer to internal causes of the
imbalanced gender situation, whereas female-dominated disciplines concentrate on factors
external to academia (Silander, Haake, & Lindberg, 2013).

3.3.1.7 Neoliberalism

Since the 1990s academic work is increasingly based on the quasi-market ideals of scientific
excellence emphasising on global competition as a main criterion for success (Johansson &
Sliwa, 2014; Zawadzki & Jensen, 2020). Neo-liberal changes in university practices and
priorities, increases in students and drop in money, the context of privatising, the “corporate”
research culture and the heightened performative control structure the expectations of
academic work and its output, undermine freedom in the academic role and increase
uncertainty (Acker, 2014; Crozier, & Woolnough, 2020) especially among the less powerful
groups in academia who are not equipped with social and economic resources to compete in
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the imposed neoliberal game that values the number of publications, citations and grants.
Increased management and research audit regimes have often intensified unequal outcomes
for women, who frequently face strong tensions between demands for even more research
output and their family obligations. The neoliberal context appears to be less supportive of
channelling resources for gender equity initiatives (Reilly et al., 2016), while it can reinforce
paternalistic relationships as significant in career development and normalise the natural
subordination of disadvantaged groups (Zawadzki & Jensen, 2020, p. 407). Neoliberalism,
aligned with gendered culture in academia creates the context where the “corporate
university” can prosper.

3.3.1.8 The Corporate University: The Intersection of Neoliberalism and Gendered Culture
Since the early 1990s, the market-driven culture of corporate management has increasingly
filtered into the university sector and consequently informed their management processes
(Parsons & Priola, 2013). “Goal of a ‘corporate’ university is to provide an efficient education
for an efficient student who will become an efficient institutional subject” (Spitzer-Hanks,
2016, p. 390). Under the new managerialist approach in the sector, there is now a growing
focus on marketisation, accountability, commercialisation, privatisation, deregulation, and
measured performance (Harford, 2018; Parsons & Priola, 2013). “The emphasis has shifted
from one on intrinsic rewards to measurable outcomes in terms of income generation,
research grants and highly rated publications” (Parsons & Priola, 2013, p. 584) bringing to the
“academic production line” the rhythm and the cadence of the old industrial assembly lines
(Santos & Cabral-Cardoso, 2008, p. 446). The goals are outcome-oriented, with a clear focus
on performance and measurement. “The intense measurement and surveillance are fostering
competitiveness and individualistic patterns of behavior at the expense of collegiality or a
commitment to student well-being.” (Harford, 2018, p. 6)

The corporate culture of the university carries with it assumptions about gender (Santos &
Cabral-Cardoso, 2008), prioritises efficiency over equality, and sustains and perpetuates
gender equalities (Harford, 2018). Gender equality becomes “a matter of administration
rather than politics. Universities have to adhere to the requirements of economic growth,
competition and innovation, and equality and diversity also take on these forms” (Powell,
2016, p. 45). “The scientific model of research reigns and specifically the model used by large,
grant-driven projects generating prestige and financial gain for the university” (Spitzer-Hanks,
2016, p.392). This model works poorly for social sciences and Humanities where female
academics have more presence.

3.3.1.9 Meritocracy and Gender Neutrality: The Intersection of Corporate University and the
Ideal Male Worker

“The logic of meritocracy and the logic of gender equality contradict each other in academic

practice” (Powell, 2016, p. 32). Meritocracy has numerous flaws that increase gender

inequalities. Norms and paradigms of meritocracy are an important reason why gender

discrimination prevails in academia. Norms of what constitutes the ideal kind of researcher
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carries masculine associations (Powell, 2018). “Arguments based on biological essentialism
also buttress gender stereotypes regarding cognitive aptitudes, such as unfounded contention
that men have innate gifts that allow them to excel in science and mathematics” (Powell,
2018, p.31). Therefore, the criteria for judging merit are not gender-neutral and are
established by existing power groups, resulting in evaluations that influence negatively
opportunities of women (Powell et al., 2017). Meritocratic forms of resistance to gender
equality also seem to uphold essentialist beliefs about women in academia such as that
women are not suited to the long-hours culture or competitive environment or individualistic
nature of work (Clavero & Galligan, 2019).

The idea in academic practice that decisions on recruitment, evaluation, advancement,
promotion, and funding are made on value-neutral principles of meritocracy diverts attention
from how discriminatory patterns are reproduced. The idea of merit as the neutral guiding
principle for evaluation in academia is so embedded in academic culture that its gender bias
is overlooked, (Powell, 2018) by saying that due to the scientific ethos of meritocracy, the
impact of gender bias in academic evaluation is largely denied (Powell, 2016).

The identified factors defining the cultural context of an academic organisation have a
profound effect on the way academic organisations operate and gender inequality cultural
factors are realised as organisational artefacts that mediate values and assumptions and
people’s career behaviour (Andresen, Apospori, Gunz et al, 2020); we call them meso
symptoms and are reflected in the operational and management practices of academic
organisations. In the next section we are identifying and discussing these organisational
gender inequality meso symptoms.

3.3.2 Organisational Meso Symptoms

Gendered culture with all its nuances, although hidden from and “normalised” by its own
participants, has a number of organisational symptoms that may attest to its omnipresence.
We coin these as meso symptoms/subthemes of gender inequality as they are located
between the veil of gendered organisational cultural assumptions and values and the
structural but yet individually felt outcomes of gender inequality (Figure 3-1).

3.3.2.1 Gender Equality Resistance

Inequality is reproduced through entrenched organisational systems and processes and in that
sense is legitimised. The inequality regime is also supported by mechanisms of control and
compliance: direct controls, indirect controls, and internal control. Direct control appears to
be derived through hierarchical power and exercised through rewards for compliance with
rules and punishments for doing otherwise. Indirect control seems to be a more insidious form
of control working through mechanisms such as social isolation or increased workload
reinforcing isolation, all contributing toward a ‘chilly climate’ for women. It also seems to be
strengthened by a lack of solidarity among women because of class-based differences or
differences in academic vs. administrative roles or differences in personal circumstances such
as with or without children; hence in this context, women seem to be more likely to view
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issues in individual terms rather than systemic, and less likely to mobilise as a collective.
Internalised control inhibits women in senior positions to recognise structural inequalities
because they see it as a threat to their position of privilege or identity. Internalised control
also seems to manifest in another way where women accepted gender in terms of some
fundamental fact of nature and did not see a point in challenging it at a political or systemic
level (Reilly et al., 2016).

Policies on gender equality offer insufficient solutions and have barely been implemented
(Monroe et al., 2008; van den Brink, Benschop, & Jansen, 2010). Universities do not follow
radical, time-bound strategies or at least a combination of initiatives at the individual and
structural level that include both long-term and short-term goals. Universities present
themselves as unable to act by referring to the complexity of the problem, the external factors
that contribute to the inequality problem, and intangible factors such as organisational culture
(Roos, Mampaey, Huisman, & Luyckx, 2020).

Explicit and implicit resistance to institutional change is seen to be quite powerful in explaining
why formal gender equality policies or implementations fail, in other words, why there is
unproblematic policy adoption but little tangible progress. (Clavero & Galligan, 2019).
Furthermore, the relative reluctance among men to accept evidence of gender biases is highly
problematic because for transformation to be possible, a widespread willingness to
acknowledge that bias is necessary (Handley, Brown, Moss-Racusin, & Smith, 2015).
Resistance to change can take various forms, for example, co-option, -that is when changes
regarding GE are assigned to units which are either not interested or inexperienced or both to
materialise them- changing decisions regarding the adoption of a GE policy such as withdrawal
from a relevant project, or silence, that is at the beginning the leadership gives a lip service of
support, but when the implementation phase approaches the leadership remains silent and
thus obstructive to change (Powell et al., 2017).

3.3.2.2  Void Work-Life Policies and Implementation

Women academics find it difficult to achieve a work-life balance. The fact that women tend to
take on a greater share of relationship, family, childcare, and household responsibilities
compared with men harms the careers of female academics (Filandri & Pasqua, 2019; Harford,
2018; Nielsen, 2015; Piltch-Loeb, Rosenkrantz, & Merdjanoff, 2020; Pololi & Jones, 2010; Sang,
Al-Dajani, & Ozbilgin, 2013; Santos & Cabral-Cardoso, 2008; Sato et al., 2020; Westring et al.,
2016; Winchester & Browning, 2015). This “second shift” at home is emotionally, mentally,
and physically draining (Piltch-Loeb et al., 2020); female academics experience exhaustion,
stress, and constant anxiety (Monroe et al.,, 2008; Sharafizad et al., 2017). It has been
estimated that the average impact of parenting a young child is around three papers per year
over two or three years (Klocker & Drozdzewski, 2012). Some women have to limit their travel
and work hours, which slows their career advancement (Pololi & Jones, 2010). Due to family
obligations, female academics have fewer collaborations and are less likely to participate in
international networks. Family responsibilities have also negative effects on their research
funding and through this on the number of publications, number of citations, and prestige of
the academic journals in which they publish (Filandri & Pasqua, 2019). Family load often leads
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to women to leave academia (Silander et al., 2013). Even if they decide to remain, they do not
apply for promotions leaving senior researcher positions underrepresented by women. These
negative effects cause women a seemingly lack of productivity; this confirms the assumption
that female researchers are less competent, affects their evaluations and facilitates the
preservation of a general male-dominant climate (Sato et al., 2020).

Working long hours is regarded as a prime indicator of commitment and starting a family and
having children is regarded as a lack of commitment to academic work labour (Santos &
Cabral-Cardoso, 2008). A higher family identity or greater proclivity to use flexibility practices
also goes against the organisational framing of an ideal worker who is work-centric, and thus
likely to hinder advancement. These individual factors are compounded by organisational
level pressures on work-family dynamics. Organisations increasingly expect employees to
overwork and such expectations are linked to the evaluation of commitment and performance
(Kossek, Su, & Wu, 2017).

Even in cases that organisations have policies and practices for supporting work-life balance,
they are insufficient since they are not implemented well or not supported by concrete actions
such as child-care provision (Kossek et al., 2017; Westring et al., 2016). Paid maternity leave,
access to part-time employment, and transparency around workload allocations and
promotion criteria are considered to have a significant impact on reducing gender
discrimination (Winchester & Browning, 2015). However, “they become empty referents,
undermined by understandings of merit constructed around masculine norms of academic
behaviour and productivity (Klocker & Drozdzewski, 2012, p. 1272).

“The prevailing work-family culture... hinders the effectiveness of the work-family
policies and legislation. And it does so, in two ways. On the one hand, academics,
particularly mothers of young children, perceive negative career consequences
associated with the use of the family benefits available to them and the time devoted
to family matters. On the other, the time academics are expected to devote to work
and the use of long hours as an indicator of commitment act as a deterrent to the
adoption of family-friendly policies” (Santos & Cabral-Cardoso, 2008, p.453).

“The idea of the ideal worker, who is present in the office between 8:00 am and 5:00
pm and actively advocates his/her organizational commitment, still appears to
resonate strongly in today’s work environment. This expectation leads to a “bias
against caregiving” with women reportedly delaying marriage and/or children and
concealing family responsibilities in order not to damage their career prospects”
(Sharafizad et al., 2017, p.10).

Female academics have to challenge gender stereotypes and the notion that being a mother
or having interests outside of work should limit their career potential (Pololi & Jones, 2010).
For instance, a woman with care responsibilities has to convince the committee that work will
take priority while a man with a family is rarely asked about his plans (van den Brink &
Benschop, 2012). Furthermore, the lack of paternity leave means that places of employment
expect that a woman would be home with the child and unintentionally creates obstacles for
women compared with their male colleagues (Piltch-Loeb et al., 2020).
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3.3.2.3 Gendered Leadership and Decision Making

Leadership positions are typically seen as gendered and leadership traits are historically
associated with men. Such stereotypes create considerable challenges for women; they are
considered less equipped to fill leadership positions as they are perceived to not have these
traits. Even when they show these traits, they are judged negatively and penalised for not
conforming to social gender norms (Kossek et al., 2017; O’Connor, 2020; Patel, Sanders,
Lundberg-Love, Gallien, & Smith; 2018; van den Brink & Benschop, 2012).

Leadership positions in academia are typically offered once one reaches the position of a
professor. However, the path to professorship is challenging for women and, thus, do not have
access to senior and leadership positions and roles (Piltch-Loeb et al., 2020; Patel et al., 2018;
Pololi & Jones, 2010). As a result, men, who do not perceive gender imbalance in leadership
as an issue, dominate. While formal anti-discrimination laws exist in many countries and
preclude explicit bias, the effects of implicit bias are as profound as these generate negative
evaluations about women’s ability to perform in management or leadership positions (Kossek
et al., 2017).

Leadership positions are stressful, containing too many significant responsibilities, under-
resourced, triggering health and identity issues, and with inadequate rewards. Administrative
responsibilities are huge, taking up time for research and teaching (Acker, 2014). Therefore, it
seems that women who want to achieve leadership positions are faced with the dilemma of
sacrificing their family life. It is a tough balance to maintain, as it seems that women university
presidents and similar are less likely to be married or have children compared to male
counterparts. Women might have to leave higher-level positions to maintain a family life or
they might be forced to if they have more household responsibilities or career interruptions
such as pregnancy and so on (Patel et al., 2018). Women occupying leadership positions may
be subjected to backlash or negative stereotyping because their traits and behaviours do not
fit the gendered norms or expectations of the role.

While it seems that women opt out because of organisational factors, the internalised nature
of gender bias and stereotypes plays an equally important role in creating cross-level effects
regarding women’s underrepresentation in leadership roles (Kossek et al., 2017).

“Women who serve as leaders of the academic institutions confront all the issues that
women executives face in any large and complex business organisation. They also
confront unique issues, one of which is helping to educate new generations to a
broader understanding of women’s roles in organizations that have a very traditional
and masculine cultural ethos” (Mavin et al., 2004, p. 568).

“While women’s prevalence in university leadership and management may
potentially facilitate institutional change for the benefit of female academics, this
“change potential” is contingent on factors such as the organizational contexts’
susceptibility to change, and women’s opportunities to break with prevailing
management styles” (Nielsen, 2015, p. 41).

Gendered leadership is associated with gendered decision making. As leadership is heavily
gendered in academia, so is the decision making. Men have considerably more influence in
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contrast to women on decision-making within important academic decision-making bodies
such as merit and progression committees and boards (Handley, 1994). Furthermore, the
criteria in decision-making are gendered in the sense that, for example, similar elements can
be differentially evaluated and ranked if it is on a man’s than a woman’s curriculum vitae
(O’Connor, 2020).

3.3.2.4  Gendered Evaluation Processes

Gender inequality is identified in evaluation processes and procedures too. “Overly
scrutinizing women’s work, questioning research contributions, and differences in
recommendation levels are examples of subtle gender processes that can culminate in
different evaluations of women compared to men” (Weisshaar, 2017, p. 28). As a result,
women experience slower career progression and lower rates of promotion. Furthermore,
“criteria are more likely to favour men than women since the ideal-typical employee is
implicitly or explicitly male” (O’Connor, 2020, p. 214) and “the existing assumption of the ideal
academic worker anticipates an uninterrupted career trajectory, limited domestic
responsibilities, and a more than full-time commitment to the job” (Klocker & Drozdzewski,
2012, p. 1275). Besides,

“grant scheme design and grant evaluation criteria unequivocally place men in
favourable positions. In other words, women are more directly at risk of being
discriminated against based on their gender. Compared to men, women are less likely
to have their work cited to author publications, to be accepted to conferences, and to
take the more prestigious first and last author positions of a publication” (Sato et al.,
2020, p.7).

Furthermore, female academics are evaluated less favourably for their collaborative work in
comparison to male academics, they are penalised for co-authoring, they receive less
favourable evaluations when the evaluator is a male, and they experience underestimation of
their contribution to collaborative work (Gérxhani, Kulic, & Liechti, 2020). Through the process
of “gender devaluation”, women's work is devalued or minimised, so that work or positions
once deemed powerful and conferring high status frequently become devalued as women
increasingly take on these roles (Monroe et al., 2008).

A powerful source of gender inequality in academia is the bias against research on gender
equality. Articles on gender issues are evaluated as of lower quality and, thus, funded less
often and published in journals of lower prestige. As a result, there is an underappreciation of
the phenomenon of gender inequality and related research within the academic community
(Cislak, Formanowicz, & Saguy, 2018). Interestingly, men in particular evaluate gender-
inequality research less favourably than women. This suggests a relative reluctance among
men, especially faculty men, to accept evidence of gender biases. This finding is problematic
because broadening the participation of underrepresented women necessarily requires a
widespread acknowledgment of gender inequality’s existence (Handley et al., 2015).

In particular, the culture of business schools (i.e. competition, individualism, instrumentalism,
effectiveness) and financial measures of research work hinder researchers to produce gender
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studies. For gender research to be legitimated and to be considered suitable for business
schools it should be presented as meaningful and valuable to the practicing managers and be
reframed within the dominant language of business schools. However, “such incorporation of
institutional discourses... can be seen as problematic in that it legitimizes and reinforce the
same dominant discourses” (Parsons & Priola, 2013, p. 588).

Gendered culture has a profound impact on recruitment and promotion procedures hindering
women’s career progression. The reasoning behind elevation and compensation decisions is
affected by implicit or even explicit gender discrimination (Monroe & Chiu, 2010). Equal
weighting on all other factors, males candidates are preferred over females (Corrice, 2009) by
male-dominated evaluation committees (Powell, 2016). For instance, despite similar levels of
productivity among men and women at the level of associated professor, men are more likely
to get promoted to full professorships (Cislak et al., 2018). Gendered practices that perpetuate
gender inequality are reflected in the criteria involved in recruitment and promotion
(Johansson & Sliwa, 2014; O’ Connor, 2020). For example, the relationship status of female
candidates plays an important role in determining whether and which women receive tenure
track jobs offers. More specifically, committees penalise female candidates with academic
partners or partners whom they considered not portable because they assume that the female
candidate would prioritise male partners’ careers over their own. By contrast, committees
infrequently discussed the relationship status of male applicants (Rivera, 2017).

Lack of transparency around promotion criteria and procedures is detrimental to women’s
career advancement in academia (Winchester & Browning, 2015). For instance, in closed
recruitment procedures candidates are invited through formal and informal networks.
Women are systematically overlooked due to the overrepresentation of men in these
homogeneous masculine networks and in combination with the notion that women are
different and less suitable (van den Brink & Benschop, 2012).

Policies to promote open recruitment have barely been implemented because of strong
gender inequality practices and micropolitics that interfere with the goal of increasing the
openness and formalisation of procedures (van den Brink et al., 2010) - leading to a facade of
transparency (van den Brink & Benschop, 2012). The existence of protocols and guidelines can
actually legitimise recruitment and promotion practices by lending gendered practices
counterfeit objectivity (van den Brink et al., 2010) and guise gender inequality as women’s
personal choices and not as a result of processes that appear to be blameless (van den Brink
& Benschop, 2012).

3.3.2.5 Gendered Resources

Gendered evaluation processes and procedures are closely related to gendered resources and
funding. Women face unfair limitations concerning institutional resources receiving less
laboratory space and equipment, assistants, travel budgets, salary, grant funding, effective
mentoring, and sponsorship than those of men (Cislak et al., 2018; O’ Connor, 2020; Sato et
al., 2020; Westring et al., 2016). “Women do not obtain prestigious research awards to the
same extent as their male colleagues; women have higher success rates when applying for
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small, as opposed to large, research grants; and the odds of obtaining funding decrease as
women rise in the scientific ranks” (Nielsen, 2015, p. 43). These disadvantages inevitably make
it difficult for female researchers to gain better employment (Johansson & Sliwa, 2014) and to
thrive in their careers (Sato et al., 2020).

Women also lack access to social networks, mentoring/sponsorships, and other career
resources; this hinders their development and advancement (Kossek et al., 2017). One
detrimental for women academics symptom of gender inequality is their limited access to or
even exclusion from male-dominated networks, conferences, scientific events, circles, and
meetings (Gewinner, 2017; Handley, 1994; Johansson & Sliwa, 2014; Pololi & Jones, 2010; van
den Brink & Benschop, 2012). As a result, they have no access to important information
(Johansson & Sliwa, 2014), they make fewer contacts and collaborations (Filandri & Pasqua,
2019; Gewinner, 2017), they lack support and reassurance from co-workers (Nielsen, 2015),
they have fewer ties with editorial teams and fewer chances to publish in prestigious relevant
journals (Asarta, Bento, Ferrara, Fornaciari, & Hwang, 2020) and fewer opportunities to career
growth (Gewinner, 2017).

Mentorship is a valuable resource for a successful career as it has been “shown to be effective
in promoting both practical and emotional support in the academic context, leading
participants to obtain greater research funding, higher publication rates, and better self-
perceptions” (Sato et al., 2020, p. 12). However, finding mentors is rather challenging as it is
for those who are mentors as often they do not have the time, capacity or personality to meet
their role expectations; matching junior and senior faculty effectively is also challenging.
Moreover, institutions often do not define the norms for mentors or do not encourage
individuals to seek mentors; any of the individuals who effectively work with mentors identify
them on their own. As a well-defined process for identifying mentors is often lacking, it takes
significant time and effort to identify potential mentors who would offer guidance or support
for professional development (Piltch-Loeb et al., 2020).

As mentoring is work-focused rather than incorporating life concerns, it does not fit the needs
of women academics. Women with formal male mentors are expected to predominantly focus
on work goals and find it difficult to help them address work-life balance issues; the kind of
support women look for in mentoring relationships involve an understanding of personal
concerns (such as having children at a particular stage of their career) unique to women that
is not achievable with male mentors or academic mentoring. Therefore, mentoring from
senior women colleagues has a positive influence as they have more sensitivity to the
particular difficulties that academic women face. However, although women desire mentoring
relationships with senior women, the fewer number of women in senior positions makes this
difficult. Therefore, the lack of women mentoring and women mentors presents a barrier to
gender equality, hindering possibilities of growth (Gibson, 2006). There is indeed “a lack of
women in leadership positions in professional societies to serve as role models and mentors
for young women.” (Morton, Bristol, Atherton, Schwab, & Sonnad, 2008, p. 1211). As a result,
“most of the women | interviewed did not have a mentor, and if they did, they described the
relationship as informal and as occurring by chance” (Blithe & Elliott, 2020, p. 760).
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Another valuable resource for career advancement is homophily, a sociological concept that
refers to a population-level characteristic of human societies, defined as the increased
likeness between persons with similar attributes. In the academic context, one can find gender
homophily in interactions between various roles such as for example editors, reviewers, and
authors. “Nonetheless, this inbreeding homophily is damaging to female scientists, whose
work ends up being overlooked” (Helmer, Schottdorf, Neef, & Battaglia, 2017, p. 12). Men
share important ties with other men. They feel more comfortable working, communicating,
understanding, being with other men (O’Connor, 2020b). Editors (who are mostly male) have
a same-gender-preference for appointing reviewers, resulting in an underrepresentation of
women in scholarly peer-review (Helmer et al., 2017).

Similarly, recruitment procedures are often based on choosing somebody who seems similar
to the group and as most groups in academia comprise males they choose males; homo-social
relationships amongst men in academia are preventing women from entering the highest
tenured positions in the system. Precious posts such as tenured professor positions are gate
kept by men for men (Powell, 2016).

3.3.3 Structural Career and Personal Outcomes

Gendered culture and its organisational meso symptoms, such as gendered resources and
processes have profound effects on the female academics’ careers and personal life. Those
effects are structural effects notwithstanding felt as personalised effects by female academics
and thus reinforcing the structures and context within they co-occur (Dokko et al, 2019; Hatch,
1993).

3.3.3.1 Structural Underrepresentation

Women are underrepresented in academia and scientific community and this is evident in the
structure of academic and research institutions and other associated organisations. This
structural underrepresentation of female academics is vast in higher ranks, decision-making
bodies (Cislak et al., 2018), in the most prestigious higher education sectors, the most selective
disciplinary fields (Goastellec & Pekari, 2013), in leadership positions and in the most intensive
research academic institutions (Patel et al., 2018). There is also an underrepresentation of
women in the peer-review process, hindering the gender-neutral evaluation of scientific work
(Helmer et al., 2017).

The problematic situation for women in academia is intensified for female academics of
management because patriarchal culture is historically embedded in Business and
Management schools and management is dominated by the male paradigm. This has
detrimental effects on the role, status, and visibility of women academics who are assigned
the second place and tend to become marginalised (Mavin et al., 2004). It is worth noting that
even at the undergraduate level the nonexistence of “women-friendly institutional factors”
had a significant effect on female undergraduate students’ underrepresentation in Business
and Management schools (Davis & Geyfman, 2015).
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3.3.3.2  Structural Allocation of Academic Roles

In male-dominated organisations, gender stereotypes legitimise the allocation of devalued
activities to particular categories of people (O’Connor, 2020). The dominant stereotype of
female academics as efficient administrators and caring teachers leads to allocating more
administrative and teaching activities to women (Parsons & Priola, 2013) and high profile and
high status tasks to men (O’Connor, 2020). “Women predominate in casual academic roles,
on temporary teaching contracts and as research assistants” (Reilly et al., 2016, p. 2). As a
consequence, women devote less time to research and more to mentoring activities and
service hours.

3.3.3.3 Structural Lower Productivity

Female researchers seem less productive than their male counterparts (Filandri & Pasqua,
2019; Helmer et al., 2017; Sato et al., 2020). The systematic structural disadvantages, such as
lack of work-life policies, more allocated teaching, and administrative tasks, that women face
accumulate, resulting in lower productivity in terms of number of publications, number of
citations, and impact factor of the journal in which they publish (Filandri & Pasqua, 2019;
Helmer et al., 2017; Sato et al., 2020). Therefore, female researchers are not able to maintain
a strong publication impact that would help them attract funding (Sato et al., 2020).
Furthermore, because female researchers have lower productivity, hiring a woman might
affect negatively the university’s ranking (Filandri & Pasqua, 2019). Lower productivity
reinforces female academic stereotypes, affects their teaching assessments and competence
evaluations, and facilitates the preservation of a general male-dominant climate (Sato et al.,
2020).

In particular in Business and Management schools, the relatively shorter list of top journals in
the management teaching and learning (TL) also poses a challenge for TL scholars. Not all
journals in this list are included in the SSCI (the best known index for ranking journals in the
social science field); this is also a criterion for assessment of research impact in many schools
(Mu & Hatch, 2020). These problems combined by other research findings showing that
women are pushed to teaching and learning activities, show the problems women face in
terms of the quality of productivity.

3.3.3.4  Structural Career Interruption

Women’s academic careers are delayed compared to those of men (Helin, Koerselman,
Nokkala, Tohmo, & Viinikainen, 2019.) as women face a multitude of barriers towards their
career progression. Being a woman limits one’s possibilities to have access to permanent
academic positions in many countries (Goastellec & Pekari, 2013). In tenured positions,
women are promoted less often than men and are thus clustered in the lower ranks (Handley,
1994; Monroe & Chiu, 2010), or receive tenure in less prestigious departments than men
(Weisshaar, 2017). Women in academia are less likely than men to receive tenure at their first
academic job (Monroe et al., 2008). The gendered nature of the performance indicators
(O’Connor, 2020), the closed-door practices of promotion (Pololi & Jones, 2010), and highly
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competitive climate (Winchester & Browning, 2015) slow down women’s career progression.
Female academics’ careers are also slowed or interrupted by care responsibilities coupled by
lack of support and work-life policies (Sharafizad et al., 2017).

The “leaky pipeline” metaphor refers to the phenomenon that women are more likely to leave
the academic career path than men. As the number of females decreases at every stage of the
appointment process, this contributes to women’s underrepresentation in academia and
research centres despite the larger number of female graduates (Filandri & Pasqua, 2019; van
den Brink & Benschop, 2012; Monroe & Chiu, 2010); for instance, although “about a third
more women than men receive master’s degrees, about equal proportions receive PhDs,...
only about half as many women as men have ever been employed as a professor at a Finnish
university by age 49” (Helin et al., 2019, p. 95). Women generally choose to leave academia at
the early stages of their career partly because of the more challenging reality (compared to
their male colleagues) they face in terms of evaluation, tenure, employment, authorship,
funding, (Sato et al., 2020), recruitment and promotion processes (Helin et al., 2019) and in
family load (Silander et al., 2013).

3.3.3.5 Structural Salary Gap

Women in academia still earn less than their male counterparts (Brown & Troutt, 2017;
Monroe & Chiu, 2010; Patel et al., 2018; Pololi & Jones, 2010; Renzulli, Reynolds, Kelly, &
Grant, 2013). Factors explaining the salary gap could be differential experience, rank,
appointment type, and faculty. Women tend to have lower promotion rates, and less
unfavourable appointments (Brown & Troutt, 2017); so, they “earn less than men in academia
because they are located in different niches defined by combinations of institution type,
division, and rank. Women are more likely than men to be located in niches that pay less well”
(Renzulli et al., 2013, p.69). This pay gap is intensified by the intersectionality that “African
American, Hispanic, Native American, and Native Hawaiian women” face (Patel et al., 2018,
p.83).

3.3.3.6  Structural Intimidation and Harassment

Gender and professional hierarchies contribute to the complexity of power relations in verbal
communication; the gender differential power may be constructed by senior elite members
in academia through a discourse, be it an interview, a discussion in general assembly,
collaboration meetings, performance discussions etc. (Perera, 2020). Furthermore, many
female academics experience microaggressions at work. “Microaggressions are
communicative acts, verbal or nonverbal, implicit or explicit, that demean, insult, and
discriminate against people from marginalized groups” (Blithe & Elliott, 2020, p.753).
Microaggressions may take various forms such as evasive acts that ignore the feelings or
experiences or even the presence of individuals or discredit them; for example, if a person
regularly interrupts others or takes credit for another’s ideas. Another form of
microaggression is microinsults that is repeatedly made unkind or rude comments based on
one’s social status. Microassault, that is attacking someone using discriminatory statements,
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is another form of microaggression; microassaults are usually deliberate and are intended to
discriminate (Blithe & Elliott, 2020). Within the context of discrediting female academics, male
academics may use sarcasm, interruption, and overriding of argument to intimidate their
female colleagues; they can also harass women using “personal remarks, staff jokes, and
subtle innuendo, which all serve to reinforce the notion that the normal woman is subservient
and deferential and that the normal male is powerful and superior” (Handley, 1994, p.13).

Sexual harassment is also prevalent in gendered academia and has devastating professional
and personal effects for women. Sexual harassment benefits men by systematically
undermining and ostracising women, telling them they are outsiders to men’s domain, and
contributing to the presumption of women’s incompetence thus perpetuating the male
dominance. Harassers are often gatekeepers and evaluators of women. Therefore, reporting
sexual harassment may result to delay of promotion, losing access to resources and data, and
denied raises (Mansfield et al., 2019).

3.3.3.7 Structural Self-Perceptions

Partly due to broader cultural context of gender inequality and partly due to specific
differences in positions women occupy, women in academia tend to have the self-perception
of being less powerful (Goastellec & Pekari, 2013). Also, they tend to have a sense of
marginality and isolation; “women had a sense of ‘not belonging’ in the organization,
perceiving themselves as cultural outsiders and feeling isolated and invisible” (Pololi & Jones,
2010, p. 438). Furthermore, in case of female academics from minority groups, this
intersectionality makes them feel double disadvantaged (Pololi & Jones, 2020) and
marginalised, or in some instances even being discriminated (Bell, Berry, Leopold, & Nkomo,
2020; Johansson & Sliwa, 2010).

Women tend to underestimate their abilities and performance as opposed to men who tend
to overestimate themselves (Herbst, 2020); women tend to underrate their abilities because
gender inequality experiences at the workplace make them pessimistic about their career
opportunities (Filandri & Pasqua, 2019). As a result, they are less likely to apply for promotion,
for high-responsibility jobs, and for senior management positions (Filandri & Pasqua, 2019;
Herbst, 2020). Identity norms and definitions in academia influence young academics’ extent
to which they can achieve confidence and credibility; identity expectations as to what one’s
identity should be in academia comprise success, expertise and legitimacy, that is, traits of the
dominant senior male academic. Deviations from the expected norms are detrimental to self-
worth and wellbeing (Crozier & Woolnough, 2019). Female young academics’ -being at the
intersection of gender and age- credibility and self-worth are heavily affected by these
expectations.

3.3.3.8 Personal Life

Gender inequality has been shown to have detrimental effects on female academics’ personal
life. The work-family conflict appears to be much stronger felt among female academics
because care responsibilities disproportionately fall on women (Blithe & Elliott, 2020) and
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social policies for alleviating these responsibilities are in contrast with male academic culture
which does not endorse taking up such policies (Santos & Cabral & Cardoso, 2008). Compared
to men, women in academia are under higher pressure in balancing academic work and family,
experiencing higher work-life conflict, exhaustion, sense of desperation, struggle, uncertainty,
stress, lack of sleep, and constant anxiety (Monroe et al., 2008). Likewise, compared to men,
women have higher rates of separation and divorce and are more likely to remain single and
childless or to have fewer children (Santos & Cabral-Cardoso, 2008).

3.4 Gender Equality Enabling Factors

In this section, we are identifying a host of factors and associated policies and actions that can
help to overcome barriers and act as enablers in creating more inclusive, sustainable,
transparent, and gender equality-minded academic organisations. The identified barriers are
related to the cultural context of the organisation, the organisation’s operational policies and
management procedures, and their outcomes are reflected as impacts on the career and
personal life of female academics. The enablers provided below are grounded in theoretical
and empirical findings of the SoA review, provide useful input for the development of the
TARGETED-MPI GEPs.

3.4.1 Secure Top Management Commitment

One of most important factors in the effective implementation of gender equality
interventions is increased responsibility of top management (Roos et al., 2020). Therefore, it
is necessary to raise the consciousness of the senior management on gender equality issues
and to secure their active voice and participation for institutional change in the highest level
(Herbst, 2020). Top management commitment is an enabler targeted at cultural and structural
barriers.

3.4.2 Gender Awareness Raising

Gender awareness in academia can be a significant enabler in addressing gender inequality at
cultural, organisational, structural and individual level. Raising gender awareness can be a
promising alternative route to male inbreeding homophily that perpetuates male status quo
and change long standing cultural biases; the goal of awareness raising is to motivate all
scientific actors to “integrate thinking about gender discrimination in every decisional
process” (Helmer et al., 2017, p. 12). Gender awareness could be accomplished at various
components in academia. Female academics call for critically rethinking of traditional male
stream management theory, research and education that perpetuates gender blindness and
emphasise the need for gender awareness in the development of new theory, research
practice and education in order to avoid gender-blind approaches and results that perpetuate
gender inequality. Regarding new theory and research, academic management journals could
play a pivotal role in raising gender awareness by considering paradigms that incorporate
gender dimensions and analysis and recomposing editorial boards and panels to acquaint
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academic community with gender issues and thus promote gender equality. However
awareness raising “actions should be conducted with tact, not based uniquely on inducing
feeling of guilt in order not to be perceived as annoying” (Helmer et al., 2017, p.12).

Business and management schools could raise awareness as an enabler in addressing gender
inequality by reconsidering the content and the delivery methods of courses; embedding
gender awareness in existing courses or offering new gender courses and developing new
gender-sensitive pedagogical tools could enable business education to disentangle from and,
therefore, challenge the omnipotent male status quo; furthermore, awareness raising through
theory development, research and education could enable reconsidering existing structures
and processes in Business and Management Schools and providing sustainable gender
equitable alternatives (Mavin et al., 2004; Wagstaff, et al., 2020).

At the level of work-life policies and implementation, in many cases faculty are unaware of
the availability or the logistics of policies such as parental leave or are subtly discouraged from
taking these policies up (Blithe & Elliott, 2020); raising awareness of the availability or the
right to take up these policies is an important enabler in establishing academic cultures that
encourage work-life balance.

At the individual level, as many faculty are often unaware of their own implicit bias that may
negatively impact female colleagues, raising awareness via institutionalised multi-session
workshops could motivate more faculty to be mindful of their attitudes and behaviour (Blithe
& Elliott, 2020). In particular, raising awareness and informing the younger generation of
academics and researchers about gender equality is an essential enabler in changing deeply
rooted attitudes (Sato et al., 2020).

3.4.3 “Talent-support” and “Inclusion” Climate

Research has shown that gender equality antecedents (either individual or organisational)
may be linked to successful career outcomes through a mechanism of “climate for gender
inclusion” that may be operationalised as fairness for women, leveraging women’s talent, and
workplace support for women’s values, interests, and needs. Improving the climate for gender
inclusion may be seen as a path to achieving more gender equality as “women are attracted
to, select into, and stay in or have attrition from contexts based on the degree to which they
experience the climate as being gender inclusive” (Kossek et al., 2017, p. 243). Such inclusive
mechanisms serve as antidotes to gendered concept of “merit” that posits positivistic criteria
for careers’ assessment.

3.4.4 Clear and Measurable Targets

In parallel with the commitment of top management and raising gender inequality awareness,
setting clear and measurable targets is necessary for producing change and effective gender
equality plans. Clear and measurable targets focus on meso organisational symptoms such as
gender equality resistance (Roos et al. 2020). Initiatives/plans that
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- are based on time-bound actions with concrete outcomes (Roos et al, 2020),

- have clear targets and measures for tracking performance (as opposed to goals
and strategies) (Winchester & Browning, 2015),

- are data-driven (Garcia-Gonzalez et al., 2019),

- are evidence-based and evaluated (Westring et al., 2016),

have good chances to overcome resistance and be successful.

Furthermore, initiatives are more effective at removing institutional, organisational,
structural, systemic, and individual barriers to gender equality when they

- aretailored by the different stressors women faculty members experience (Blithe
& Elliott, 2020),

- are targeted at structural and cultural obstacles that work against women (Sato
et al., 2020),

- are multi-level (Garcia-Gonzalez et al., 2019), and

- follow both a top-down and a bottom up approach (Westring et al., 2016).

It is also important for gender equality initiatives to acknowledge the importance of localised
alliance within a sector, to pay attention to various strategies and tactics women employ to
challenge gender inequality, and to consider identity struggle issues (Parsons & Priola, 2013).

Finally, projects on gender equality should be founded on a thorough understanding of local
conditions and their interactions with the broader national and global context (Powell, 2018).

3.4.5 Work-Life Policies and Implementation Support

Many scholars have emphasised the need of work-life balance policies as enablers for female
academics (Filandri & Pasqua, 2019). Despite the fact that work-life policies such as flex-time
policies or parental leave have been developed across universities, the “faculty are often
unaware of the policy logistics or subtly discouraged from taking advantage of them because
it might imply they lack commitment to their jobs” (Blithe & Elliott, 2020, p.762). Raising the
awareness of the availability of such as policies through “easy-to-find information about who
qualifies, how to apply for it, and other relevant information” (Blithe and Elliott, 2020, p.762)
would facilitate taking up these policies.

However work—life policies are successful when are combined with a cultural shift from the
notion of ideal male academic. To change work-family culture, the gendered assumptions that
are underlying workplace practices and the current family arrangements must be challenged
(Santos & Cabral-Cardoso, 2008). Universities’ cultures must shift away from the notion that
the academic life is life itself, to actively promoting the rewards of work-life balance (Blithe &
Elliott, 2020). Universities should institute career partner-hiring policies, longer tracks to
tenure and allow for maternity and family leave time (Monroe et al., 2008). Furthermore,
“policies that support women’s careers during child-raising years (e.g., extensions for tenure
probationary periods) could be implemented, and convenient child care and lactation facilities
could be provided” (Westring et al., 2016, p. 1043).
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3.4.6 Female Leadership

It is important to have more women in positions of power (Monroe et al., 2008) since current
norms that promote and reward masculinity will change only when a significant number of
women move into senior and executive management (Herbst, 2020). Interventions should
focus on

“exploring the legitimacy deficit that women face when taking up a leadership role
that are non-traditional for members of their group. Furthermore, the issue of
effectively projecting the authority that comes with one’s role should be addressed in
development. This will enable women to ‘lean in’, take more risks and have more
confidence in their own abilities to ultimately take action” (Herbst, 2020, p. 6).

The existence of female leadership could act as an enabler in many aspects in addressing
gender inequality in Academia. Higher education systems with a high proportion of women,
are less likely to be subject to gender disparities in access to various sub-sectors and roles
(Goastellec & Pekari, 2013). When the number of women full professors in the scientific sub-
sector is higher, the gender imbalance is smaller. Therefore, gender quotas would be an
enabler by reserving a percentage of full professorships for female researchers; of course, this
would come at a cost, as anti-quota arguments may rise. However, if we consider the limited
career advancement opportunities for women and the inefficiency of the productivity criteria
in the promotion process, gender quotas seem to be an effective resource (Filandri & Pasqua,
2019).

Further actions are needed including measures promoting the retention of female
researchers in academia, such as increasing the number of female faculty (i.e. appointing
more females to higher academic positions), increasing permanent positions or funding
schemes for female researchers (Sato et al., 2020). Also, linking governmental funding to the
percentage of women at full professorial level and demonstrable documentation of
leadership in promoting gender equality as a main criterion for appointment to management
positions would help to highlight the importance of the gender competence of those in
management leadership roles (O’Connor, 2020b). Finally, more female evaluators in the
accreditation committees could increase the chances of women of becoming full professors
(Filandri & Pasqua, 2019).

3.4.7 Transparent and Equitable Processes

Transparency and accountability at every step of evaluation processes along with the
avoidance of micropolitics that may obstruct these processes are necessary for enabling the
breakup of the prevailing norms of secrecy and privacy. This needs a fundamental system
change, and university boards, committees and candidates need concerted effort to change
the current gendered principles and implement new ones on transparency and accountability
(van den Brink et al., 2010).

Data related to recruitment, evaluation and promotions should be analysed concerning
gender bias (Westring et al., 2016). It has been suggested that transparency and equitability
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could be secured through the participation of gender experts in committees so that they can
have a powerful say in the deliberations and the outcomes of procedures (van den Brink et
al., 2010).

Also formal committees and particular steps have been proposed for improving recruitment
processes for women faculty. In particular Morton et al (2008) propose the following steps:

- Establishing a formal committee

- Reviewing existing policies that affect the recruitment and retention of faculty
- Developing specific goals for recruitment and retention of women faculty

- Making guidelines accessible to all interested

- Monitoring progress.

Participation of gender experts in selection committees could “have a powerful say in the
deliberations and the outcomes of appointment procedures” (van den Brink et al., 2010, p
1479).

Equity in recruitment could be secured through an objective and structured interview
process that (1) trains all involved in the search and interview process on how to conduct
structured interviews; (2) sets criteria and uses objective measures to assess candidates’
expertise for effective job performance; and (3) uses performance, satisfaction, and turnover
rates of recently employed academics to measure the effectiveness of the interview process
(Corrice, 2009). In terms of positioning, numbers and ratios of applicants, short-listed
candidates, representation on committees, hiring results, and appointment types, ranks, and
faculties by sex should be tracked. Since gender bias, as all types of biases, may emerge when
evaluators are under time pressure, enough time should be devoted to interviews (Corrice,
2009).

To make retention transparent, the university leaving or early retirement rates and
comprehensive reason for departure, by department and sex should be tracked. To secure
transparency and equity in promotions, applications and recommendations by committees
and deans should be tracked. This would allow the identification of patterns and would inform
decision makers and stakeholders accordingly (Brown & Troutt, 2017). In terms of improving
the system of peer review, training opportunities could be more actively introduced to refine
the quality of reviewers’ assessments on inter-rater reliability (Sato et al., 2020). Moreover,
blind review and automated editorial management may result in providing more equal and
reliable reviews (Helmer et al., 2017).

3.4.8 Resources

Resources such as mentoring and female participation in higher education systems may be
necessary but not sufficient to address gender inequality as they target at individual level and
not at cultural and structural barriers. However, individual-oriented strategies aimed at
helping women to pursue a productive academic career may likely be less fruitful than cultural
interventions; however “a multifaceted approach could be the most promising solution”
(Weishaar, 2015, p. 28).
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3.4.8.1 Mentoring

Institutionalised mentoring sensitive to work and life aspects can work as an important
resource/enabler in helping women move further in their careers (Gibson, 2006) since it
promotes both practical and emotional support in the academic context, leading them to
obtain greater research funding, higher publication rates, and better self-perceptions (Sato et
al., 2020). However, mentoring as a resource for individual change has been criticised as it
does not target institutional or cultural change and “women are simply to be added to the
existing structures (no need to change the existing norms) in order to achieve gender equality”
(Powell, 2016, p. 41). Others suggest mentoring by senior colleagues along with clear and
specific rules regarding promotion and tenure processes could ensure alighment of junior
female academics’ goals and the institution’s expectations (Filandri & Pasqua, 2019).
Therefore, universities should institute comprehensive and reconceptualised mentoring
programs (Monroe et al., 2008) and that have a dual focus, developing women’s skills and
changing structures (Powell, 2018). Also, mentors should be well trained and well paid in
order to be more effective in mentoring women faculty (Westring et al., 2016).

3.4.8.2 Networking

Networks of support are important for women faculty since they can act in supportive,
advisory, and strategic ways, allowing women to work collaboratively and providing them with
key knowledge and guidance (Harford, 2018).

3.4.8.3 Representation of Females in Higher Education

Research has shown that there is a positive association between the proportion of female
students in higher education and “their representation in the various disciplinary fields: the
higher the share of women at the system level, the more equal their representation if the
various disciplinary fields, including the historically most masculine ones” (Goastellec &
Pekari, 2013, p. 23). In particular with regard to female representation at senior academic
positions, in countries with the lowest representation of women in the higher education
system women are more likely to be the least represented amongst seniors. However, access
to higher education may be a necessary but not sufficient condition for equal women’s
representation in academic positions as the phenomenon of “leaky pipeline” has shown
(Blithe & Elliott, 2020).

3.4.8.4  Partner/Family Support

Support from partners, family and extended family members has been shown to be an
important enabler for female academics’ career success; the support can range from sharing
care and domestic work to collegial support (Sang et al., 2013).
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3.5 Concluding remarks

Our literature review identified and classified the factors that are affecting and manifesting
Gender Equality (or the lack of it) in academic organisations. The identified factors are
influencing gender equality at different levels and consequently their impacts are manifested
at different scales. The three broad identified categories of factors were classified into: i)
factors setting the cultural context within which an academic organisation operates, ii) meso
organisational factors that reflect the effects of the cultural context into the way that
academic organisations are operated and managed (we call them organisational meso
symptoms), and iii) factors personally felt affecting individual careers of female academics.
These three categories of factors are clustered into three layers (see Figure 3-1). The
constituent elements of each layer are interacting within their layer and each layer influences
the way that the rest of the layers behave.

ot | O HISTIGNAL MESD SIMFTOMS '

Figure 3-1: Multi-Layered Gender Inequality Factors

This conceptual framework was used to identify the factors that negatively affect Gender
Equality in academia and act as barriers towards the creation of a gender-balanced academic
working environment.

As the cultural context and its underlying assumptions play a vital role in perpetuating gender
inequality, cultural approaches within departments and organisations would definitely be
more fruitful than individual initiatives aimed at helping people become more efficient in
order to minimise gender inequality, and a multifaceted approach is the most promising
solution (Weisshaar, 2017). Therefore, a thorough analysis of culture and the identification of
the ways it perpetuates equality is vital to enable change (Westring et al., 2016). Stereotypes,
mindsets and cultural assumptions that underpin gendered practices and procedures (e.g.
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selection processes) need to be acknowledged and addressed first (Herbst, 2020) in order for
other enablers to be effective.

It is worth noting here that the cultural context of the society as a whole is an important
determinant of gender equality in academia. Important macro level enablers of GE relate to
the level of representation of female students in higher education institutions. The literature
suggests that in countries with lower female participation in higher education institutions it is
more likely to have a lower representation of females in senior academic positions (Goastellec
& Pekari, 2013). However, it has to be noted that access to higher education may be a
necessary but not sufficient condition for equal women’s representation in academic positions
as the phenomenon of “leaky pipeline” has shown (Blithe & Elliott, 2020). Gender awareness
raising is a significant enabler that can create a fertile environment for addressing gender
inequality at cultural, structural, and personal level. At the organisational policy making and
management level, the commitment of top management to introduce policies and
management systems ensuring the effective implementation of gender equality interventions
is considered a hugely important enabler. These interventions may include actions that will
enable female academics to develop their full potential and involve such enablers as: i) the
introduction of talent support initiatives and the implementation of actions leading to the
generation of an inclusive academic climate, ii) the implementation of work-life balance
policies, iii) the provision of adequate resources for accommodating the mentoring and
networking needs of female academics, and iv) the promotion of female leadership.

At the level of implementation and monitoring of gender equality interventions, the literature
suggests that significant enablers include the establishment of transparent and equitable
processes at every evaluation step of the recruitment-promotion-retention process, and the
establishment of clear and measurable gender equality targets that will allow the effective
monitoring of the progress made towards gender equality.

In addition to the organisational enablers leading to the removal of structural gender
inequality barriers in academia, the support provided to female academics from their partner
and their family is also a significant GE enabler.

As a concluding remark, it has to be emphasised that barriers and enablers of gender equality
in Academia are multi-layered and embedded not just in organisations’ culture and structures
but in broader societal culture and structures; thus, academic organisations reflect to a large
extent the culture and structures of the society within they operate. In strongly gendered
societies, academic organisations are strongly gendered while in gender egalitarian societies
they reflect and practice this egalitarianism. The partner Universities in TARGETED-MPI
coming from different societal cultures are expected to display a varying degree of gendered
culture and structures and, consequently, resistance to gender equality plans implementation.
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4 State-of-Practice? 2

4.1 Objectives and Scope of the SoP Synthesis Report

The objective of this section is to provide a synthesis of the State-of-Practice (SoP) review on
Gender Equality (GE). For the partner organisations. It will focus on GEPs of research funding
and research-performing organisations. Gender related legal and institutional issues are
reviewed at European and national (Greece, UK, Sweden, Belgium, and Lebanon) level. This
review will set the backdrop against which the GEPs of the institutions participating in the
TARGETED-MPI consortium will be developed. Special care has been taken to identify gender
inequality issues associated with the academic environment and culture of Business and
Management Schools. The overall synthesis of SoP will identify GE issues and impacts that will
be discussed at the 1 TARGETED-MPI Stakeholders Workshop in February 2021. The synthesis
was developed by adopting an inductive approach suitable for working with qualitative data.
Inductive approaches are concerned to elicit emergent issues and connections by identifying
categories and examining linkages between and across categories to form themes that offer
rich description. Adopting these principles the synthesis examined the various data, including
partner country reports, information received from partner countries on RFOs and the review
of national studies, European projects and Horizon 2020 projects. This examination led to an
initial identification of key issues, engaged in reviewing connections across and between
reports to develop potential summary themes. In line with inductive approaches, summary
themes were cross checked back to the reports, to identify a final set of overarching themes,
as presented below.

The remainder of this section is organised into five subsections. Section 4.2 provides an
overview of partner country’s GE legislation/policies. Section 4.3 presents an overview of GE
policies/regulations in HEls and Section 4.4 presents an overview of GE policies/regulations in
RFOs. Section 4.5 discusses national GE studies/projects for each partner country and Section
4.6 provides an overview of GE practice.

4.2 Overview of Key National GE Legislation/Policies

In this section we provide an overview of GE legislation and policies across the partner
countries, including that which relates to RPOs specifically. ® Table 4-1 provides a summary of
these to illustrate how each country is addressing gender equality. Primary information
discussed in the text can be accessed through the table.

! The SoP review is based on the SoP synopses produced by all the partners in this project: AUB
(American University of Beirut), AUEB (Athens University of Economics and Business), SSE (Stockholm
School of Economics) and VUB (Vrije Universiteit Brussel).

2 We would like to thank Professor Konstantinos Zografos for his guidance in the development of this
section.

3 Primary information in this section can be accessed through Tables 4-1, 4-2, and 4-3.
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GE legislation has evolved differently and reached varying stages of maturity across the
partner countries, leading to diverse approaches, for instance retaining multiple separate
strands of legislation (e.g. Lebanon) in contrast to broader acts of legislation that embrace
issues under an overarching theme (e.g. UK). The development, implementation of and
commitment to legislation is influenced by a range of factors including governance structures,
successive governments and their priorities and cultural context. A notable difference across
our partner countries is Belgium which is a federal state and therefore has multiple levels of
political power. While GE is enshrined in different acts and laws its implementation is
dependent on government agendas, priorities and values. Different countries prioritise the
operationalisation of legislation in different ways. For example, in Greece legislation in 2019
(Law 4589/2019) identified a number of key targets, including promoting GE in the country’s
HE institutions. Monitoring and implementation which will influence policy effectiveness
varies across partner countries. Some countries have established formal, national level
mechanisms for monitoring and implementation. For instance, Swedish gender
mainstreaming legislation (with reference to academia, 2016) is overseen by the Swedish
Gender Equality Agency and results and experiences shared via social media
(includegender.org). We now provide a brief summary of key aspects relating to national GE
legislation and policies for each partner country.

UK organisations are guided by a number of EDI-related laws and policies, that were
centralised under one Act, The Equality Act of 2010. This has its origins in the Equal Pay Act
(1970), which focused on prohibiting less favourable treatment of women compared to men
regarding employment. Subsequent revisions address discrimination across protected
characteristics including race, ethnicity, religion, nationality, age and sexual orientation.
Further refinements related to discrimination in offering goods and services led to the all-
encompassing Equality Act (2010). Coming into effect in 2010, it was introduced to simplify,
harmonise and strengthen Great Britain equality law, to tackle new forms of discrimination
and address deep-rooted existing inequalities. In 2017 regulations were introduced (Gender
Pay Gap Information) to require organisations of at least 250 employees to publish annual
information relating to average pay of male and female employees. The UK has a Government
Equalities Office (GEO) that leads work on policy relating to women, sexual orientation and
transgender equality, and in addition a Minister for Women and Equalities. The Office works
across government and with the devolved administrations in Wales, Scotland, and Northern
Ireland. Furthermore, it sponsors one non-departmental public body: The Equality and Human
Rights Commission, created in 2006 to promote and enforce equality and non-discrimination
laws in England, Scotland and Wales.

GE is recognised as a cornerstone of Swedish society and since 1993 the government has had
an overarching strategy for gender policy (Ministry of Employment, 2020), first implemented
in Government Offices in 2004. Sweden’s Discrimination Act 2008 (revised in 2014) deals with
gender equality at work primarily to promote equality between men and women, and to
prohibit gender discrimination. Other initiatives including the welfare system and the Swedish
Education Act (2011) retains equality principles at their core. Furthermore, Sweden has
established a Secretariat for Gender Research (since 1998) and a Swedish Gender Equality
Agency (2018) to contribute to effective implementation of Swedish gender equality policy.
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Gender mainstreaming (e.g. 2013/ 2014; 2016) — whereby gender equality is seen as a
continual process rather than a separate, isolated issue — was introduced at central, regional
and local levels of Government (including public colleges and universities), with the aim of
cultivating a gender equality perspective. A notable Swedish GE initiative in HE is the gender
integration for public universities (Ministry of Education and Research, 2017). Under Swedish
law (Gender Mainstreaming in Academia), higher education institutions should always
promote and take account of GE in their activities. Sweden has appointed a Minister for
Gender Equality, responsible for policy implementation as well as development. This minister
is currently located within the Ministry of Health and Social Affairs.

The roots of GE in Greek legislation can be traced back to the Family Law Reform Act (1983)
and are stipulated in Article 22 of the constitution of Greece. Laws established between 1984
and 2019 focus on different aspects of GE from prohibiting discrimination on the basis of
gender and the introduction of gender quotas on boards and collective bodies in Government.
For researchers a specific law (Law 3653/2008 (Policies about Research, Article 25, Paragraph
13 and included in a bill for HE in 2016) was established to provide for a 1/3 gender quota on
researchers in the National Bodies of Research and Technology; however, it has never been
implemented. Two consecutive main policy outputs (the National Programme for Substantive
GE (2010-2013) and the National Action Plan (NAP) for GE (2016-2020) were created as
national policies but with no legislation to support their implementation. This has led to the
more recent law in 2019 (Promoting Substantive GE) to promote the design and
implementation of GE policies. Although the legislation regarding GE in Greece is quite
progressive and dates back to the early 1980s, the implementation of enacted relevant
policies falls behind, while frequently supporting structures and resources are deficient.

In Lebanon equal civil and political rights for all citizens is stipulated in Articles 7 and 12 of the
Lebanese Constitution. There are several discriminatory provisions in social welfare law.
Lebanese Labor law forbids all forms of discrimination between men and women in the
workplace including employment type, remuneration, promotions, training and attire.
However, it does not have any law prohibiting or specifically addressing sexual harassment in
the workplace. Gender inequality in economic and social rights in Lebanon is
multidimensional, fragmented and very complex, for example personal status law is governed
by different religious court systems many of which treat men and women differently. The
National Council of Lebanese Women is an advisory government body on women’s issues and
oversees the implementation of CEDAW (Convention on the Elimination of all Forms of
Discrimination against Women). Gender equality initiatives being implemented currently
include the National Strategy for Gender Equality (2017-2030), The National Commission for
Lebanese Women (2011- 2021) and the National Action Plan for Human Rights. In addition, a
number of other initiatives exist to promote GE in Lebanon, including meeting
recommendations laid out by global bodies such as the International Labour Organisation. In
2017, the Office of the Minister of State for Women’s Affairs (OMSWA), presented the Council
of Ministers with a draft law to address sexual harassment in the workplace and in public
spaces.
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As a federal state the evolution of GE legislation in Belgium differs from that in the other
partner countries as it reflects the different levels of political power, i.e. federal, regional and
community. Social and labour law is determined at federal level and applies to all Belgian
citizens. Non-discrimination of women and equal opportunities at work became integrated
into Belgian policy during the 1980s and 1990s. Gradually the policy has evolved from adapting
legislation and promoting emancipation, to a more encompassing gender mainstreaming one.
Since 1985 a State Secretary has been appointed to over equal opportunities and the current
title is Gender Equality, Equal Rights and Diversity. In addition, there are two federal institutes
which play an advisory and supporting role in GE policy: (a) the Centre for Equal Opportunities
and Opposition to Racism; and (b) the Institute for the equality of women and men. The
Central Council for Business of employment and wages, studies the evolution of employment
and wages (which can also involve gender differences). At the community level specific policy
for education and research are determined under the broader auspices of the federal state.
As an illustration the five Flemish universities come together as a collective body Vlaamse
Interuniversitaire Raad (VLIR) to define policy and advise the Flemish government, including a
charter of GE in academia.
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Country

Brief Description

=100 | Gender Act

10 May 2007

(https://www.juridat.be/
accessed: 11/03/2021)

Prohibits sex discrimination, while two sister anti-discrimination acts adopted on the
same date contain provisions to combat discrimination on the ground of other
criteria: the Race Act, the scope of which coincides with that of Directive 2000/43/EC;
and the Discrimination in General Act. Direct sex discrimination is explicitly prohibited
in the Gender Act of 10 May 2007 under Article 19. Under Article 4(1) of the Gender
Act of 10 May 2007, a ‘direct distinction’ on the ground of pregnancy, giving birth and
maternity is to be regarded as a ‘direct distinction” on the ground of sex, i.e. direct
discrimination.

Gender Equality
Policy (at federal
level)

Specifics determined by current
federal government (October
2020)

(https://www.juridat.be/
accessed: 11/03/2021)

The policy is supported by (a) the Centre for Equal Opportunities and Opposition to
Racism; (b) the Institute for the equality of women and men (especially in advice on
gender mainstreaming). On a more technical level, the Central Council for Business of
employment and wages, studies the evolution of employment and wages (including
gender differences).

e Allindustrial sectors to develop a gender equality and non-discrimination
planning to include academic monitoring (i.e. scientifically based and
independent).

e Gender mainstreaming will be organised in all federal administrations.

e Measures will be specified to make employment more attractive at financial
levels and in relation to time. These measures will especially aim for parents
and single parents.

e Supplementary measures will be made to reduce the wage gap between men
and women.

e Gender identity will receive attention. Discrimination with respect to gender
identity will be tackled.
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Codex on Higher 2013 The Codex specifies the education programmes and their requirements, together with
Education - the different levels of academic staff and the procedures and requirements for
(https://onderwijs.vlaanderen.be appointing the staff. As part of this it addresses “mobility and diversity” as a
[ accessed: 11/03/2021) component affecting financing of Flemish universities, implying that a university
receives more “points” if it appoints (a) personnel that has not graduated at the same
university or that has first worked at another university; (b) female personnel. The
weighting of this component has increased from 6% in 2013 to 10% in 2020/2021. In
sum, diversity in universities is encouraged by the Flemish government, but as a
minor component —a component that is part of a financial zero-sum-game between
the universities.
Charter on 2019 (published by Jonge The charter builds on the experiences of the GEP of 2013. It observes that the 2013
Gender Equality Academie, part of the Vlaamse plan leads to results, but at an insufficient rate where gender balance of academic
in Academia Interuniversitaire Raad (VLIR)). personnel at Flemish universities will not be reached until at least 2050.
F!emlsh u.nlverlstles bOdY that The charter stresses the leaky pipeline, together with issues of prejudice in male
gives advice to the Flemish . . .
Government, and defines the domlhated or'female domlr‘mated departrrlents. and education programmes. It also
outlines of shared elements in mentlions the |:<,sue of nonbln?ry gender |de‘nt|t.y. In sum, the charter tackles'gender
. . equality as an issue of education and organisational culture. The charter defines four
il Rl action lines for improved gender action plans in universities. It mentions the steps for
measuring and monitoring these action lines:
(https://iongeacademie.be/chart High level education and training on diversity, gender balance and career
er-vlir-ja/ accessed 11/03/2021) | development in organisations. The education offer must address all personnel; it must
be anchored in all training sessions of the university management.
Establishment and finetuning of a script that analyses possible gender bias in
each step of recruitment and promotion procedures. There should be the
involvement of a gender specialist in these procedures.
University councils and commissions should have a maximum of 2/3 members
of the same sex.
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Personnel management and departments must stimulate and facilitate actions for a
liveable work culture, i.e. career breaks and reduction of working hours; feasible
meeting hours; childcare facilities adapted to the researchers’ situation; increased
visibility and lower threshold for confidants and ombudspersons

Greece Article 22 2001 All workers, irrespective of sex or other distinctions shall be entitled to equal pay for
(Constitution of work of equal value.
(https://www.hellenicparliament.
Greece)
gr/UserFiles/8c3e9046-78fb-
48f4-bd82-
bbba28calef5/SYNTAGMA.pdf
accessed: 11/03/2021)
Law 1414/84 1984 The abolishment of all forms of discrimination against women and differentiation
between male and female jobs and creates opportunities for the integration of
https://www.elinyae.gr/sites/def . S -
women in the labour market through participation in training programmes
ault/files/2019-07/10-
84.1111496364776.pdf accessed:
11/03/2021)
Law 2839/2000: 2000 A mandatory 1/3 gender quota in the boards and collective bodies of the Greek
central and local government has been set.
(https://www.kodiko.gr/nomothe
sia/document/187600/nomos-
2839-2000 accessed:
11/03/2021)
Law 3488/2006: 2006 Promotes equal treatment between men and women in access to employment and in
(La\g.i896/2010 (https://www.kodiko.gr/nomothe employment relations.
modities sia/document/155043 accessed:
3488/2006 and

prohibits gender

11/03/2021)
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discrimination in

employment).

Law 3653/2008 2016 Provides for a 1/3 gender quota on researchers in the National Bodies of Research

;Pollaeshat;o:‘tl . and Technology.(This particular law has never been implemented)

zzsiarc ! rhlc € nomothesia.gr/kat-ekpaideuse/n-

13') aragrap 3653-2008.html accessed:

’ 11/03/2021)

Included in a bill

for HE

Law 4604/2019 2019 This law is in place to support the two main policies arising from the National

Promoting (https://www.e- Programme for Substantive GE (2010-2013) and the National Action Plan (NAP) for GE

Substantive GE . . (2016-2020).

e nomothesia.gr/autodioikese-

( ) demoi/nomos-4604-2019-phek- This is one of the most emblematic laws regarding GE and gender mainstreaming that
50a-26-3-2019.html accessed: is “Promoting Substantive GE” focused at the achievement of substantial GE by
11/03/2021) mainstreaming gender in all public policies. It refers to the need to create and

implement equality plans, and clarifies terms such as direct and indirect
discrimination, violence at work, gender discrimination and sexual harassment.

Law 4589/2019, 2019 This legislation focuses on mainstreaming GE in Higher Education and requires the

Article 33 s establishment of GE Committees in all HEls in Greece. The committee aims to
nomothesia.gr/kat- promote equality at all levels and in all processes of academic life.
ekpaideuse/nomos-4589-2019-
fek-13a-29-1-2019.html accessed:
11/03/2021)
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Lebanese
Constitution

Lebanon

1926

https://constitutions.unwomen.o
rg/en/countries/asia/lebanon
(accessed: 11/03/2021)

Articles 7 and 12 - stipulates equality among all citizens

Lebanese Labor
Law

1946 (and various amendments)

https://www.ilo.org/dyn/travail/
docs/710/Labour%20Code%200f
%2023%20September%201946%
20as%20amended.Publication%2
02010.pdf (accessed:
11/03/2021)

Forbids all forms of discrimination between men and women in the workplace
including employment type, remuneration, promotions and raises, training and attire.

In 2017, the Office of the Minister of State for Women’s Affairs (OMSWA), presented
the Council of Ministers with a draft law to address sexual harassment in the
workplace and in public spaces, which included proposed amendments to the labour
law. The law was approved by the Council of Ministers in 2017 and is currently
pending a vote by the Lebanese Parliament.

National Strategy
for Gender
Equality

2017-2030

file:///D:/Users/Rand%20Makare
m/Downloads/UNDP%20Lebanon

%20Gender%20Strategy%20-
%20FINAL%202016%20v2%20201

9%20(2).pdf (accessed:
11/03/2021)

This builds on the existing national strategy for women in Lebanon (2011- 2021). The
12-point strategy includes poverty, legal reforms, decision-making, education,
economy, employment and entrepreneurship, violence against women, health, media
and culture, environment, peace and security, natural crisis and disasters, and
institutional mechanisms. The areas of action of this strategy have been adapted to
the strategic objectives of the new agenda 2030, in line with Lebanon’s global
commitment to the Sustainable Development Goals.

National Action
Plan for Human
Rights (NAPHR)

2019 (to be implemented for the
2019-2022 period)

https://www.ohchr.org/Documen

ts/Issues/Education/Training/acti
ons-

This outlines all legislative, procedural and executive measures that are necessary to
promote and protect human rights in Lebanon. It focuses on 21 areas of concern
including torture, forced disappearance, death penalty, freedom of expression and
association, rights to health, education, and housing, women’s and children’s rights
and the rights of migrant domestic workers and persons with disabilities and the
rights of Palestinian and non-Palestinian refugees. The priorities that are of special
concern to the women, peace and security agenda include women'’s rights, children’s
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https://www.ohchr.org/Documents/Issues/Education/Training/actions-plans/Excerpts/Lebanon2014-1019.pdf
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TARGETED(EMPI

Country

Brief Description

plans/Excerpts/Lebanon2014-
1019.pdf (accessed: 11/03/2021)

rights, the rights of persons with disabilities and the socio-economic rights of
refugees.

Sweden Discrimination

2008 (Latest amendment: 2014)

To combat direct and indirect discrimination and to promote equal rights and

Act opportunities regardless of sex, transgender identity or expression, ethnicity, religion
https://www.government.se/4a7 . L. . . . .
or other belief, disability, sexual orientation or age. Applies to recruitment, career
88f/contentassets/6732121a2ch5 B . . .
paths, access to education. Provides outline on how employees can work with gender
4ee3b21da9c628b6bdc7/oversatt : . . L .
- equality and expectations of educational sector to work discrimination (including by
ning-
gender).
diskrimineringslagen eng.pdf
(accessed: 11/03/2021)
Gender (2013/2014; Overseen by the Swedish Gender Equality Agency
Mainstreaming in . L :
2016) Gender Mainstreaming in Government Agencies (GMGA): 2013/2014 — 2018
Government

Agencies and
Higher Education
Institutions

https://www.jamstalldhetsmyndi
gheten.se/wp-

content/uploads/2017/12/Guidel
ines-for-Gender-Mainstreaming-

in-Academia.pdf (accessed:
11/03/2021)

Gender Mainstreaming in Academia (GMA): 2016 —

Aims to make them even better able to contribute to the central goal of Swedish
gender equality policy, which is for women and men to have the same power to shape
society and their own lives. Results and experiences are shared at includegender.org.

Gender Equality 2017 Overseen by the Government Offices of Sweden, Ministry of Education and Research
in Higher
Education (Gender Equality in Higher The long-term national objective is that by 2030, an equal number of women and men
Instituti Education Institutions accessed: will be recruited as professors
nstitutions

11/03/2021).
Strategy for 2018 Overseen by the Government Offices of Sweden, Ministry Foreign Affairs; Swedish
Sweden’s International Development Cooperation Agency (Sida)

cooperation with

https://www.government.se/4a6
0le/contentassets/2068783db99
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the United 04d108c66b6966d5aa0f9/strateg
Nations Entity for | y-for-swedens-cooperation-with- e - — et
Gender Equality Un-women-20182022.pdf To create prec?ndlthns or better living <':ond|t|ons or pe.ople !vmg in p0\{erty and
and the (accessed: 11/03/2021) fmder oppression. Drl.ves fc'>r understanding that economic, social and environmental
issues are to be seen in an integrated context.
Empowerment of
Women 2018-
2022
UK The Equality Act 2010 The act provides the overarching framework of protection against direct and indirect
. : - . discrimination, harassment and victimisation in services and public functions,
Lppplhes G ttps://www.legislation.gov.uk/u premises, work, education, associations and transport. It provides protection for
England and kpga/2010/15/contents N . . .
| - A — people discriminated against because they are perceived to have, or are associated
nlizs W't some (accessed: 11/03/ ) with someone who has, a protected characteristic which are age, disability, gender
exceptions for . . . . . .
reassignment, marriage and civil partnership, pregnancy and maternity, race, religion
Scotland. Three - . . S
) or belief and sex. It allows claims for direct gender pay discrimination to be made.
sections apply to 2017 Employment tribunals are empowered to make recommendations if discrimination is
Northern Ireland) suspected
https://www.legislation.gov.uk/u P ’
kdsi/2017/9780111152010
(accessed 11/03/2021)
The Equality Act 2010 was amended in 2017 (Gender Pay Gap Information)
Regulations 2017) to include legislation requiring all organisations of at least 250
employees to publish annual information to show whether there is a difference in the
average pay of their male and female employees.
Table 4-1: Overview of Key GE Legislation and Policies by Country
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4.3 Overview of the GE Policies/Regulations in RPOs
In this section we provide an overview of policies, regulations and actions relevant to GE in
partner institutions (see Table 4-2 for a summary).*

Similar to policy at national level, organisational level policy in partner countries is at different
stages of development. The stage of development is dependent on multiple factors including
the level of national legislation in place and also unique aspects of the partner institutions. For
example, SSE operates under Swedish law and national legislation. This means the institute
follows the Discrimination Act, the main governing document for equality and diversity
management. SSE is a private institution but still follows most national directives for state-
owned and operated institutions. Equality and diversity are prioritized areas at SSE and a new
GE plan is currently being implemented. AUB as an American University located in Lebanon
adheres to both national legislation, including the Lebanese Labour law (since 1946), that
forbids discrimination in employment in Lebanon, and US federal civil rights legislation aimed
at promoting equality in education (Title IX). Even with the establishment of GE legislation in
Greece (law 4589/2019 Article 33), requiring the establishment of a GE committee, AUEB has
no organisational GE policy in place. Similar to SSE this is currently under development.

In VUB and ULANC (reflecting their status as organisations overseen by federal and
government bodies) organisational policy is more aligned to national legislation and policy. At
VUB for instance GE initiatives have developed over a period of 15 years and in line with policy
at the federal level but also to reflect policy and guidance targeted at higher education,
including the Codex on Higher Education (2013) and the Charter on GE in Academia (2019).
Similarly, ULANC is governed by one all-encompassing piece of legislation (Equality Act, 2010
with amendments in 2017) and also subscribes to the Athena Swan Charter, a national
equality initiative.

Policy across partner institutions differs in terms of approach. VUB has a strategic plan (VUB
General Strategic Plan, 2030) with an accompanying Gender Action Plan to cover all aspects
of GE, while AUB and ULANC have discrete policies to address specific issues, such as anti-
discrimination, sexual harassment and sexual misconduct.

Alongside organisational policies some partner institutions also have concrete action plans
and initiatives in place which are monitored and with progress reported to senior teams and
committees. For example, VUB’s Gender Action Plan comprises 10 goals to support
institutional change, with a specific 2-year action plan to review and report progress internally
and to wider stakeholders. ULANC, as a Bronze (first level) award holder of the Athena Swan
Charter, has an institutional level five-year GE action plan (2019-2024) to address identified
issues and to develop good practice. At AUB a taskforce has been established (The Task Force
on the Lives and Careers of Women Faculty at AUB, 2016) to examine GE issues and to provide
recommendations pertaining to women faculty.

4 National legislation and policy mentioned in this section can be accessed through Tables 4-1 and 4-2.
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Belgium

VUB General Strategic
Plan, 2030

https://www.vub.be/en/st

rategic-plan

(accessed: 11/03/2021)

In line with GE policy at
federal level (2020)
https://www.tijd.be/conten
t/dam/tijd/redactie/multim
edia/20200930 VerslagFor
mateurs DEF.pdf

Codex on Higher Education
(2013)

https://www.vlaanderen.be
/beleidsnotas-van-de-
vlaamse-regering-2019-
2024

https://data-
onderwijs.vlaanderen.be/ed

ulex/document.aspx?docid=

14650#1276

Charter on GE in Academia
(2019)

https://vlir.be/wp-
content/uploads/2019/10/P
ublicaties-Gender-in-
Academia-

Gendercharter VLIR-JA-

1.pdf
(accessed: 11/03/2021)

2018
(previously
Diversity Plan -
2005 and
Gender Action
Plan (GAP) —
2014)

https://www.vu

b.be/en/equalit
y#equality

(accessed:
11/03/2021)

The VUB plan continues work begun in 2005 in compliance
with federal legislation. It focuses on gender and ethnicity as
main pillars, but also takes into consideration other
characteristics, namely age; disability; sexual orientation;
creed and social class.

The target groups are administrative and academic staff as
well as all students.

The Gender Action Plan (GAP), consisting of 10 goals acting as
tools and mechanisms to support intended change addresses
issues of gender equality and discrimination; strives for equal
opportunities to resolve gender imbalances. It includes a 2-
year action plan, which is reviewed and reported to the
University senior management team and other stakeholders
including the public. Implementation is carried out by the
Equality Team.
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Greece

Lebanon

Establishment of GE Law 4589/2019, Article 33 Nov 2020 AUEB does not have an institutional policy on GE or a GE Plan
Committee in place. Despite existing legislation AUEB has delayed the
https://www.hellenicparlia . . . .
- implementation of the legal requirement to establish a GE
ment.gr/UserFiles/8c3e9046 ) .
78fb-48f4-bd82- Committee. With a newly elected Rector (Sept 2020)
bbba28calefs/SYNTAGMA.p establishing the GE Committee is in process.
df
(accessed: 11/03/2021)
Title IX Office Policies Title IX is a US federal civil 2015-2019 Title IX law protects people from discrimination based on sex

Grievance Policy and
Procedures (2015)

https://aub.policytech.eu/
dotNet/documents/?docid

=1250&public=true

(accessed: 11/03/2021)

Non-Discrimination &
Anti-Discriminatory
Harassment Policy (2019)

https://aub.policytech.eu/
dotNet/documents/?docid

=1569

(accessed: 11/03/2021)

rights law passed as part of
the Education Amendments
of 1972.

https://www.aub.edu.lb/pre
sident/titleix/Pages/default.
aspx#:~:text=American%20
Univesity%200f%20Beirut&t
ext=Consistent%20with%20
Title%20I1X%200f,the%200ffi

ce%200f%20the%20Preside
nt. (assessed: 11/03/2021)

National Strategy for
Gender Equality (2017-
2030), National Action Plan
for Human Rights (2019)

in education programs or activities that receive Federal
financial assistance. Title IX states that: “No person in the
United States shall, on the basis of sex, be excluded from
participation in, be denied the benefits of, or be subjected to
discrimination under any education program or activity
receiving Federal financial assistance.”

Policies that relate to gender, equality, anti-harassment, and
discrimination are in line with Lebanese, U.S., and other
applicable laws. AUB policy does not tolerate discrimination
or discriminatory harassment and seeks to develop equality
of opportunity in employment and education.

The Task Force aims to obtain findings and present
recommendations on the situation of its women faculty
members. It represents an awareness that work remains to
be done at an institutional level to achieve gender equity in
representation, salaries, retention, and leadership positions.
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https://www.hellenicparliament.gr/UserFiles/8c3e9046-78fb-48f4-bd82-bbba28ca1ef5/SYNTAGMA.pdf
https://www.hellenicparliament.gr/UserFiles/8c3e9046-78fb-48f4-bd82-bbba28ca1ef5/SYNTAGMA.pdf
https://www.hellenicparliament.gr/UserFiles/8c3e9046-78fb-48f4-bd82-bbba28ca1ef5/SYNTAGMA.pdf
https://www.hellenicparliament.gr/UserFiles/8c3e9046-78fb-48f4-bd82-bbba28ca1ef5/SYNTAGMA.pdf
https://www.hellenicparliament.gr/UserFiles/8c3e9046-78fb-48f4-bd82-bbba28ca1ef5/SYNTAGMA.pdf
https://aub.policytech.eu/dotNet/documents/?docid=1250&public=true
https://aub.policytech.eu/dotNet/documents/?docid=1250&public=true
https://aub.policytech.eu/dotNet/documents/?docid=1250&public=true
https://aub.policytech.eu/dotNet/documents/?docid=1569
https://aub.policytech.eu/dotNet/documents/?docid=1569
https://aub.policytech.eu/dotNet/documents/?docid=1569
https://eur02.safelinks.protection.outlook.com/?url=https:%2F%2Fwww.aub.edu.lb%2Fpresident%2Ftitleix%2FPages%2Fdefault.aspx%23:~:text%3DAmerican%2520Univesity%2520of%2520Beirut%26text%3DConsistent%2520with%2520Title%2520IX%2520of%2Cthe%2520Office%2520of%2520the%2520President&data=04%7C01%7Cr.remke%40lancaster.ac.uk%7C11475322c6d046958c6008d8e49990cb%7C9c9bcd11977a4e9ca9a0bc734090164a%7C0%7C0%7C637510695490049662%7CUnknown%7CTWFpbGZsb3d8eyJWIjoiMC4wLjAwMDAiLCJQIjoiV2luMzIiLCJBTiI6Ik1haWwiLCJXVCI6Mn0%3D%7C1000&sdata=xECx5S6A%2Fg84gO805zcncebXWSy0Zu35Rrc3Fe7Gn%2Bk%3D&reserved=0
https://eur02.safelinks.protection.outlook.com/?url=https:%2F%2Fwww.aub.edu.lb%2Fpresident%2Ftitleix%2FPages%2Fdefault.aspx%23:~:text%3DAmerican%2520Univesity%2520of%2520Beirut%26text%3DConsistent%2520with%2520Title%2520IX%2520of%2Cthe%2520Office%2520of%2520the%2520President&data=04%7C01%7Cr.remke%40lancaster.ac.uk%7C11475322c6d046958c6008d8e49990cb%7C9c9bcd11977a4e9ca9a0bc734090164a%7C0%7C0%7C637510695490049662%7CUnknown%7CTWFpbGZsb3d8eyJWIjoiMC4wLjAwMDAiLCJQIjoiV2luMzIiLCJBTiI6Ik1haWwiLCJXVCI6Mn0%3D%7C1000&sdata=xECx5S6A%2Fg84gO805zcncebXWSy0Zu35Rrc3Fe7Gn%2Bk%3D&reserved=0
https://eur02.safelinks.protection.outlook.com/?url=https:%2F%2Fwww.aub.edu.lb%2Fpresident%2Ftitleix%2FPages%2Fdefault.aspx%23:~:text%3DAmerican%2520Univesity%2520of%2520Beirut%26text%3DConsistent%2520with%2520Title%2520IX%2520of%2Cthe%2520Office%2520of%2520the%2520President&data=04%7C01%7Cr.remke%40lancaster.ac.uk%7C11475322c6d046958c6008d8e49990cb%7C9c9bcd11977a4e9ca9a0bc734090164a%7C0%7C0%7C637510695490049662%7CUnknown%7CTWFpbGZsb3d8eyJWIjoiMC4wLjAwMDAiLCJQIjoiV2luMzIiLCJBTiI6Ik1haWwiLCJXVCI6Mn0%3D%7C1000&sdata=xECx5S6A%2Fg84gO805zcncebXWSy0Zu35Rrc3Fe7Gn%2Bk%3D&reserved=0
https://eur02.safelinks.protection.outlook.com/?url=https:%2F%2Fwww.aub.edu.lb%2Fpresident%2Ftitleix%2FPages%2Fdefault.aspx%23:~:text%3DAmerican%2520Univesity%2520of%2520Beirut%26text%3DConsistent%2520with%2520Title%2520IX%2520of%2Cthe%2520Office%2520of%2520the%2520President&data=04%7C01%7Cr.remke%40lancaster.ac.uk%7C11475322c6d046958c6008d8e49990cb%7C9c9bcd11977a4e9ca9a0bc734090164a%7C0%7C0%7C637510695490049662%7CUnknown%7CTWFpbGZsb3d8eyJWIjoiMC4wLjAwMDAiLCJQIjoiV2luMzIiLCJBTiI6Ik1haWwiLCJXVCI6Mn0%3D%7C1000&sdata=xECx5S6A%2Fg84gO805zcncebXWSy0Zu35Rrc3Fe7Gn%2Bk%3D&reserved=0
https://eur02.safelinks.protection.outlook.com/?url=https:%2F%2Fwww.aub.edu.lb%2Fpresident%2Ftitleix%2FPages%2Fdefault.aspx%23:~:text%3DAmerican%2520Univesity%2520of%2520Beirut%26text%3DConsistent%2520with%2520Title%2520IX%2520of%2Cthe%2520Office%2520of%2520the%2520President&data=04%7C01%7Cr.remke%40lancaster.ac.uk%7C11475322c6d046958c6008d8e49990cb%7C9c9bcd11977a4e9ca9a0bc734090164a%7C0%7C0%7C637510695490049662%7CUnknown%7CTWFpbGZsb3d8eyJWIjoiMC4wLjAwMDAiLCJQIjoiV2luMzIiLCJBTiI6Ik1haWwiLCJXVCI6Mn0%3D%7C1000&sdata=xECx5S6A%2Fg84gO805zcncebXWSy0Zu35Rrc3Fe7Gn%2Bk%3D&reserved=0
https://eur02.safelinks.protection.outlook.com/?url=https:%2F%2Fwww.aub.edu.lb%2Fpresident%2Ftitleix%2FPages%2Fdefault.aspx%23:~:text%3DAmerican%2520Univesity%2520of%2520Beirut%26text%3DConsistent%2520with%2520Title%2520IX%2520of%2Cthe%2520Office%2520of%2520the%2520President&data=04%7C01%7Cr.remke%40lancaster.ac.uk%7C11475322c6d046958c6008d8e49990cb%7C9c9bcd11977a4e9ca9a0bc734090164a%7C0%7C0%7C637510695490049662%7CUnknown%7CTWFpbGZsb3d8eyJWIjoiMC4wLjAwMDAiLCJQIjoiV2luMzIiLCJBTiI6Ik1haWwiLCJXVCI6Mn0%3D%7C1000&sdata=xECx5S6A%2Fg84gO805zcncebXWSy0Zu35Rrc3Fe7Gn%2Bk%3D&reserved=0
https://eur02.safelinks.protection.outlook.com/?url=https:%2F%2Fwww.aub.edu.lb%2Fpresident%2Ftitleix%2FPages%2Fdefault.aspx%23:~:text%3DAmerican%2520Univesity%2520of%2520Beirut%26text%3DConsistent%2520with%2520Title%2520IX%2520of%2Cthe%2520Office%2520of%2520the%2520President&data=04%7C01%7Cr.remke%40lancaster.ac.uk%7C11475322c6d046958c6008d8e49990cb%7C9c9bcd11977a4e9ca9a0bc734090164a%7C0%7C0%7C637510695490049662%7CUnknown%7CTWFpbGZsb3d8eyJWIjoiMC4wLjAwMDAiLCJQIjoiV2luMzIiLCJBTiI6Ik1haWwiLCJXVCI6Mn0%3D%7C1000&sdata=xECx5S6A%2Fg84gO805zcncebXWSy0Zu35Rrc3Fe7Gn%2Bk%3D&reserved=0
https://eur02.safelinks.protection.outlook.com/?url=https:%2F%2Fwww.aub.edu.lb%2Fpresident%2Ftitleix%2FPages%2Fdefault.aspx%23:~:text%3DAmerican%2520Univesity%2520of%2520Beirut%26text%3DConsistent%2520with%2520Title%2520IX%2520of%2Cthe%2520Office%2520of%2520the%2520President&data=04%7C01%7Cr.remke%40lancaster.ac.uk%7C11475322c6d046958c6008d8e49990cb%7C9c9bcd11977a4e9ca9a0bc734090164a%7C0%7C0%7C637510695490049662%7CUnknown%7CTWFpbGZsb3d8eyJWIjoiMC4wLjAwMDAiLCJQIjoiV2luMzIiLCJBTiI6Ik1haWwiLCJXVCI6Mn0%3D%7C1000&sdata=xECx5S6A%2Fg84gO805zcncebXWSy0Zu35Rrc3Fe7Gn%2Bk%3D&reserved=0
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Sweden

Sexual Harassment Policy
(2019)

https://aub.policytech.eu/
dotNet/documents/?docid
=1568

(accessed: 11/03/2021)

The Task Force on the
Lives and Careers of
Women Faculty at AUB
(2016)

https://www.aub.edu.lb/P
resident/Documents/Annu
al-Report-Equity-Integrity-
Initiatives-AY15-16.pdf

(accessed: 11/03/2021)

http://pubdocs.worldbank.o
rg/en/94076157444719843
0/pdf/Lebanon-WEEAP-Jan-

8-2019-en.pdf (accessed:
11/03/2021)

http://pubdocs.worldbank.o
rg/en/94076157444719843
0/pdf/Lebanon-WEEAP-Jan-

8-2019-en.pdf

(accessed: 11/03/2021)

Equality and Diversity
Policy (under
development 2020-2021),
Gender Equality Strategy
(under development 2020-
2021)

National Discrimination Act
(2019)

https://www.government.se

/contentassets/6732121a2c
b54ee3b21da9c628b6bdc7/

oversattning-

SSE operates under Swedish law and national legislation. This
means the institute follows the Discrimination Act, the main
governing document for equality and diversity management.
SSE is a private institution but still follows most national
directives for state-owned and operated institutions. Equality
and diversity are prioritized areas at SSE and a new GE plan is
currently being implemented.
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https://aub.policytech.eu/dotNet/documents/?docid=1568
https://aub.policytech.eu/dotNet/documents/?docid=1568
https://aub.policytech.eu/dotNet/documents/?docid=1568
https://www.aub.edu.lb/President/Documents/Annual-Report-Equity-Integrity-Initiatives-AY15-16.pdf
https://www.aub.edu.lb/President/Documents/Annual-Report-Equity-Integrity-Initiatives-AY15-16.pdf
https://www.aub.edu.lb/President/Documents/Annual-Report-Equity-Integrity-Initiatives-AY15-16.pdf
https://www.aub.edu.lb/President/Documents/Annual-Report-Equity-Integrity-Initiatives-AY15-16.pdf
http://pubdocs.worldbank.org/en/940761574447198430/pdf/Lebanon-WEEAP-Jan-8-2019-en.pdf
http://pubdocs.worldbank.org/en/940761574447198430/pdf/Lebanon-WEEAP-Jan-8-2019-en.pdf
http://pubdocs.worldbank.org/en/940761574447198430/pdf/Lebanon-WEEAP-Jan-8-2019-en.pdf
http://pubdocs.worldbank.org/en/940761574447198430/pdf/Lebanon-WEEAP-Jan-8-2019-en.pdf
http://pubdocs.worldbank.org/en/940761574447198430/pdf/Lebanon-WEEAP-Jan-8-2019-en.pdf
http://pubdocs.worldbank.org/en/940761574447198430/pdf/Lebanon-WEEAP-Jan-8-2019-en.pdf
http://pubdocs.worldbank.org/en/940761574447198430/pdf/Lebanon-WEEAP-Jan-8-2019-en.pdf
http://pubdocs.worldbank.org/en/940761574447198430/pdf/Lebanon-WEEAP-Jan-8-2019-en.pdf
https://www.government.se/contentassets/6732121a2cb54ee3b21da9c628b6bdc7/oversattning-diskrimineringslagen_eng.pdf
https://www.government.se/contentassets/6732121a2cb54ee3b21da9c628b6bdc7/oversattning-diskrimineringslagen_eng.pdf
https://www.government.se/contentassets/6732121a2cb54ee3b21da9c628b6bdc7/oversattning-diskrimineringslagen_eng.pdf
https://www.government.se/contentassets/6732121a2cb54ee3b21da9c628b6bdc7/oversattning-diskrimineringslagen_eng.pdf
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UK

https://sweden.se/society

diskrimineringslagen eng.p

/gender-equality-in-

sweden/
(accessed: 11/03/2021)

df

(accessed: 11/03/2021)

Gender Mainstreaming in
Government Agencies and
Higher Education
Institutions (2013/2014;
2016), Gender Equality in
Higher Education
Institutions (2017)

https://www.jamstalldhets
myndigheten.se/en/gender-
mainstreaming/government
-agencies-higher-education-
institutions

(accessed: 11/03/2021)

EDI Strategic Vision (2020)
(currently under revision)

https://assets.publishing.s

Equality Act (2010 with
amendments in 2017)

https://www.legislation.gov.

ervice.gov.uk/government

uk/ukpga/2010/15/contents

Juploads/system/uploads/
attachment_data/file/950
818/EDI Strategy 2020 -

2023.pdf

(accessed: 11/03/2021)

Gender Pay Gap reporting
(2017)

Under revision
2019-2024

Policies range
(2008 to 2020)

ULANC is guided by The Equality Act (2010) in designing their
EDI strategies and policies. Lancaster University is currently
revising its EDI strategic vision (2020). The University has an
EDI plan (2016-2020) which supports the strategic vision the
University has an EDI plan (2016-2020) which supports the
strategic vision and provides an EDI annual report. The
University reports gender pay information in line with the
Gender Pay Gap, UK legislation (2020). ULANC is also a
member of the Athena Swan Charter, a framework
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https://sweden.se/society/gender-equality-in-sweden/
https://sweden.se/society/gender-equality-in-sweden/
https://sweden.se/society/gender-equality-in-sweden/
https://www.government.se/contentassets/6732121a2cb54ee3b21da9c628b6bdc7/oversattning-diskrimineringslagen_eng.pdf
https://www.government.se/contentassets/6732121a2cb54ee3b21da9c628b6bdc7/oversattning-diskrimineringslagen_eng.pdf
https://www.jamstalldhetsmyndigheten.se/en/gender-mainstreaming/government-agencies-higher-education-institutions
https://www.jamstalldhetsmyndigheten.se/en/gender-mainstreaming/government-agencies-higher-education-institutions
https://www.jamstalldhetsmyndigheten.se/en/gender-mainstreaming/government-agencies-higher-education-institutions
https://www.jamstalldhetsmyndigheten.se/en/gender-mainstreaming/government-agencies-higher-education-institutions
https://www.jamstalldhetsmyndigheten.se/en/gender-mainstreaming/government-agencies-higher-education-institutions
https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/950818/EDI_Strategy_2020_-_2023.pdf
https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/950818/EDI_Strategy_2020_-_2023.pdf
https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/950818/EDI_Strategy_2020_-_2023.pdf
https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/950818/EDI_Strategy_2020_-_2023.pdf
https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/950818/EDI_Strategy_2020_-_2023.pdf
https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/950818/EDI_Strategy_2020_-_2023.pdf
https://www.legislation.gov.uk/ukpga/2010/15/contents
https://www.legislation.gov.uk/ukpga/2010/15/contents
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(accessed: 11/03/2021)

Athena Swan Action Plan
(2019-2024)

https://www.advance-
he.ac.uk/equality-
charters/athena-swan-
charter

(accessed: 11/03/2021)

GE specific policies
include:

Parental Leave (2008)

https://www.legislation.go

v.uk/id/uksi/2008/1966

(accessed: 11/03/2021)

Work/Life Management
(2014)

https://www.gov.uk/gover
nment/publications/2010-
to-2015-government-
policy-employment/2010-

https://www.gov.uk/govern

ment/collections/gender-
pay-gap-reporting

(accessed: 11/03/2021)

Athena Swan Charter
(national framework)

https://www.advance-
he.ac.uk/equality-
charters/athena-swan-

charter

(accessed: 11/03/2021)

established in 2005 and used across the globe to support and
transform gender equality within higher education and
research. It holds a Bronze award and is committed to an
Action Plan (2019-2024). ULANC has currently 4 GE related
policies
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https://www.advance-he.ac.uk/equality-charters/athena-swan-charter
https://www.advance-he.ac.uk/equality-charters/athena-swan-charter
https://www.advance-he.ac.uk/equality-charters/athena-swan-charter
https://www.advance-he.ac.uk/equality-charters/athena-swan-charter
https://www.legislation.gov.uk/id/uksi/2008/1966
https://www.legislation.gov.uk/id/uksi/2008/1966
https://www.gov.uk/government/publications/2010-to-2015-government-policy-employment/2010-to-2015-government-policy-employment
https://www.gov.uk/government/publications/2010-to-2015-government-policy-employment/2010-to-2015-government-policy-employment
https://www.gov.uk/government/publications/2010-to-2015-government-policy-employment/2010-to-2015-government-policy-employment
https://www.gov.uk/government/publications/2010-to-2015-government-policy-employment/2010-to-2015-government-policy-employment
https://www.gov.uk/government/collections/gender-pay-gap-reporting
https://www.gov.uk/government/collections/gender-pay-gap-reporting
https://www.gov.uk/government/collections/gender-pay-gap-reporting
https://www.advance-he.ac.uk/equality-charters/athena-swan-charter
https://www.advance-he.ac.uk/equality-charters/athena-swan-charter
https://www.advance-he.ac.uk/equality-charters/athena-swan-charter
https://www.advance-he.ac.uk/equality-charters/athena-swan-charter

TARGETED(EMPI

Country HEI Policy Corresponding national Date (where Brief Description

level policy known)

t0-2015-government-
policy-employment

(accessed: 11/03/2021)

LGBTQ+ and Trans Equity
(2020)

https://assets.publishing.s
ervice.gov.uk/government
Juploads/system/uploads/
attachment data/file/721
367/GEO-LGBT-Action-

Plan.pdf
(accessed: 11/03/2021)

Bullying, Harassment, and
Sexual Misconduct (2018)

https://www.gov.uk/gover
nment/publications/sexual
-violence-and-sexual-
harassment-between-
children-in-schools-and-

colleges
(accessed: 11/03/2021)

Table 4-2: Overview of Partner Country’s HEI GE Policies and Regulations
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https://www.gov.uk/government/publications/2010-to-2015-government-policy-employment/2010-to-2015-government-policy-employment
https://www.gov.uk/government/publications/2010-to-2015-government-policy-employment/2010-to-2015-government-policy-employment
https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/721367/GEO-LGBT-Action-Plan.pdf
https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/721367/GEO-LGBT-Action-Plan.pdf
https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/721367/GEO-LGBT-Action-Plan.pdf
https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/721367/GEO-LGBT-Action-Plan.pdf
https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/721367/GEO-LGBT-Action-Plan.pdf
https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/721367/GEO-LGBT-Action-Plan.pdf
https://www.gov.uk/government/publications/sexual-violence-and-sexual-harassment-between-children-in-schools-and-colleges
https://www.gov.uk/government/publications/sexual-violence-and-sexual-harassment-between-children-in-schools-and-colleges
https://www.gov.uk/government/publications/sexual-violence-and-sexual-harassment-between-children-in-schools-and-colleges
https://www.gov.uk/government/publications/sexual-violence-and-sexual-harassment-between-children-in-schools-and-colleges
https://www.gov.uk/government/publications/sexual-violence-and-sexual-harassment-between-children-in-schools-and-colleges
https://www.gov.uk/government/publications/sexual-violence-and-sexual-harassment-between-children-in-schools-and-colleges

TARGETED(Z=MPI s

4.4 Overview of the GE Policies/Regulations in RFOs
In this section we provide an overview of GE policies and regulations in RFOs (Table 4-3).°

In Greece, a review of two RFOs with national scope and one RFO supporting research for
AUEB academics has not identified any specific GE-related policies or guidelines concerning
the funding and managing of research. Among the other partner countries while approaches
to GE policy vary by country, they are similar in their aim to shape a more equitable and
inclusive national research environment. For example, policy development by the Research
Foundation - Flanders (FWO) in Belgium and the Swedish Research Council in Sweden is guided
by European Commission GE principles. One difference is where RFOs do not have specific GE
policy but include it in their overall strategy which may inform specific guidelines. The FWO
(Belgium) has a funding charter, underpinned by equality principles, resulting in GE guidelines
for its own organisational practices and processes which are monitored. However, the
Swedish Research Council has a specific strategy for GE (Strategy for Gender Equality) that
informs how they review their practices including their evaluations of awards. In the UK, the
overarching UKRI (UK Research and Innovation) bringing together nine separate funding
bodies including seven discipline-specific research councils, has a set of key principles focused
on equality, diversity and inclusion. The funding bodies within UKRI adhere to these principles,
for instance the EPSRC (Engineering and Physical Sciences Research Council) states related
aims and objectives including the intention to work together with UKRI in understanding and
addressing diversity challenges. In Lebanon, funding bodies differ in their approach to GE. The
CNRS-L (the national council for scientific research) provides no specific guidelines or policy
for GE. However, the National Commission for Lebanese Women, which funds programmes
and conducts GE projects has a clear agenda to promote GE in Lebanon, and The Lebanese
Association for Scientific Research (LASeR) adheres to principles of inclusivity and fairness in
their procedures and states a similar expectation of their partners.

Internal monitoring of GE is conducted within many of the RFOs across partner countries,
although no evidence was found of internal monitoring of GE for RFQO’s in Lebanon. In Sweden,
for instance, the Riksbankens Jubileumsfond has regular monitoring of guidelines and internal
GE practices, including monitoring and documenting the gender distribution of applicants and
grantees, and proportions of men and women who act as project leaders and are involved as
project participants. Similarly, the Swedish Research Council conducts analyses of its activities,
reporting to their Board, with a comprehensive GE analysis taking place every 3 years to
correspond with the Board’s term of office. This review is used to inform ongoing GE strategy.
In Belgium the FWO tracks and monitors GE in its practices including make-up of expert panels,
reviewers, applicants and awardees. In the UK the UKRI monitor through collection of diversity
data, including gender data, for each of the research councils that they oversee. This includes
reporting on gender pay information in line with national legislation. Internal monitoring data
is published annually to record positive outcomes and where there is no evidence of
effectiveness. Monitoring in the separate research councils that feeds into this overall exercise

5> Primary information discussed in this section can be accessed through the Table 4-3.
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takes different forms. For instance, the EPSRC adopt an evidence-based Equality Impact
Assessment to check on fairness of policies, practices, events and decision-making processes.

Many of the partner countries report that RFO’s also identify key challenges, areas of
improvement and lessons learnt relating to GE policy implementation and GE performance.
The Swedish Research Council provides recommendations for ongoing work, including
highlighting areas for continued observation such as GE in assessment. Also, in Sweden, the
Riksbankens Jubileumsfond develops recommendations based on their monitoring, including
increasing the number of female experts and clarifying its GE vision and goals. In the UK,
evidence reviews conducted by the UKRI identify findings that point to areas of difference
between nation states and potential actions such as recommending affirmative action
measures to improve women’s representation in funding award schemes, with specific
research councils outlining particular challenges in their domain of expertise: the EPSRC
identifies underrepresentation of women in engineering and physical sciences as a significant
challenge. In Lebanon the National Commission for Lebanese Women develops national
strategies for the advancement of women and also amends strategies according to their
effectiveness, based on evidence from conducting programmes, action plans, and events.

While there is evidence of internal monitoring there is limited evidence available of RFO’s
reporting good GE practices associated with RPOs they have funded. One example of reporting
of good GE practices is in the UK, where the UKRI have developed a range of practical guides
for event organisers drawing on best practice from projects across the HE sector. The research
council EPSRC is funding a programme that will identify good practice to support change
across engineering and physical sciences (Inclusion Matters).

However more RFOs provide information of future operational objectives towards GE,
including within funding initiatives, within internal practices, with recommendations for HE
research more broadly and in development of broader agendas for change. In Belgium the
FWO offer flexibility in their fellowship awards for applicants with differing social and medical
needs, and they make a clear commitment to supporting organisations that study and are
committed to GE. The Swedish Research Council place a focus on how operational GE
objectives should be achieved including integrating GE practices into their practices and
communication strategy. In the UK, the UKRI offer recommendations for HE research including
calling for further research, resource development and collaborations. In Lebanon the NCLW
provides an agenda focused on Women, Peace and Security as a key tool for supporting
recovery from the economic crisis and COVID 19 pandemic.
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Country Title of RFO/Title

of Policy

Does the RFO
report on its GE
performance? If
yes, how the GE

Disciplines
/organisations
funded by RFO

Overview of policies
and guidelines in
funding and
managing research

Key challenges/areas of
improvement/ lessons
learnt related to the
implementation of its Future Operational

policies etc. and the Objectives towards
improvement of its GE GE

Good GE practices
associated with
RPOs funded and

performance of the
RFO is measured?

performance

Belgium Research The Research The FWO funds The FWO The FWO provides
Foundation - Foundation — fundamental and established flexibility within its
Flanders (FWO) Flanders (FWO) strategic scientific guidelines that fellowships to

(https://www.fwo.

be/en/the-

fwo/organisation/)

(accessed:
11/03/2021)

stimulates and
financially supports
fundamental
scientific research,
strategic basic
research, clinical
scientific research,
the purchase of
large-scale and
medium-scale
research

research as well as
encourages
international
cooperation and
advocates for equal
opportunity. The
main selection
criterion is excellent
quality of researchers
and research
proposals, and there

require gender
parity/equality (no
more than two-
thirds of the
members of its
expert panels to be
of the same
gender). The FWO
also tracks and
monitors its own

gendered practices.

infrastructure, and is no specific These figures
the management of | limitation to the include the gender
large computing disciplines. make-up of its

capacity in Flanders.

expert panels,
reviewers,
applicants, and
awardees.

accommodate
work/life demands
and expectations,
medical needs, social
expectations. Finally,
the FWO seeks to
support
organisations that
study, monitor, and
promote gender
equality.
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Title of RFO/Title
of Policy

Country

Swedish Research
Council

Sweden

Strategy for Gender

Equality at the
Swedish  Research
Council

(https://www.vr.se
/download/18.781f
b755163605b8cd29
c9ea/15294805664
77/Strategy Gende
r_Equality SRC 20

14.pdf)

(accessed:
11/03/2021)

Disciplines
/organisations
funded by RFO

The Swedish
Research Council is a
government agency
within the Ministry
of Education and
Research. They fund
research and
research
infrastructure in all
scientific disciplines.
They are also
advisors to the
Government on
research policy
issues and work to
increase
understanding of
the long-term
societal benefits of
research.

Overview of policies
and guidelines in
funding and
managing research

The Swedish
Research Council
should:

1. Achieve and
maintain an equal
gender distribution in
its evaluation panels

2. Ensure that the
percentages of
female and male
applicants for grants
from the Swedish
Research Council
correspond to the
percentages of
women and men
among the potential
research grant
applicants

3. Ensure that
women and men
have the same

Does the RFO
report on its GE
performance? If
yes, how the GE

performance of the
RFO is measured?

The Swedish
Research Council
must analyse its
activities from a
gender equality
perspective and
follow up on the

extent to which the

goals have been
achieved. This
should be done
annually in
conjunction with

the presentation to
the Board regarding
the outcome of the

year’s general
funding call and in
conjunction with
producing the
Annual Report.
Equality issues
must be discussed

Key challenges/areas of
improvement/ lessons
learnt related to the
implementation of its
policies etc. and the
improvement of its GE
performance

Recommendations for
continued work:

- Make room for
reflection on central
concepts

- Inform about the
Swedish Research
Council’s gender equality
goal at an early stage

— Increase vigilance of
gender equality in the
assessment

— Continue to highlight
the issue of assessment
of competence and merit

Good GE practices
associated with
RPOs funded and
Future Operational
Objectives towards
(c]4

The following points
describe how the
operational
objectives should be
achieved:

1. Equal gender
distribution in
Swedish
Research Council
evaluation
panels

2. Ensure that the
percentages of
female and male
applicants for
grants
correspond to
the percentages
of women and
men among the
grant applicants

This project has received funding from the European Union’s Horizon 2020
research and innovation programme under grant agreement No. 872260

66



https://www.vr.se/download/18.781fb755163605b8cd29c9ea/1529480566477/Strategy_Gender_Equality_SRC_2014.pdf
https://www.vr.se/download/18.781fb755163605b8cd29c9ea/1529480566477/Strategy_Gender_Equality_SRC_2014.pdf
https://www.vr.se/download/18.781fb755163605b8cd29c9ea/1529480566477/Strategy_Gender_Equality_SRC_2014.pdf
https://www.vr.se/download/18.781fb755163605b8cd29c9ea/1529480566477/Strategy_Gender_Equality_SRC_2014.pdf
https://www.vr.se/download/18.781fb755163605b8cd29c9ea/1529480566477/Strategy_Gender_Equality_SRC_2014.pdf
https://www.vr.se/download/18.781fb755163605b8cd29c9ea/1529480566477/Strategy_Gender_Equality_SRC_2014.pdf
https://www.vr.se/download/18.781fb755163605b8cd29c9ea/1529480566477/Strategy_Gender_Equality_SRC_2014.pdf

TARGETED(EMPI

Country

Title of RFO/Title
of Policy

Disciplines
/organisations
funded by RFO

Overview of policies
and guidelines in
funding and
managing research

success rates and
receive the same
average grant
amount, taking into

account the nature of

the research and the
type of grant

4. Include a gender
equality perspective
in each analysis and
evaluation, where
possible

5. Integrate a gender
equality perspective
in the council’s
external
communication.

Does the RFO
report on its GE
performance? If
yes, how the GE

performance of the
RFO is measured?

by the Board and
by other parts of
the organisation,
and necessary
actions must be
taken.
Furthermore, a
comprehensive
analysis of gender
equality must be
conducted at the
end of the Board'’s
3-year term of
office. When a new
Board takes office it
must review the
gender equality
strategy and where
necessary decide
on changes to the
strategy.

Key challenges/areas of
improvement/ lessons
learnt related to the
implementation of its
policies etc. and the
improvement of its GE

performance

Good GE practices
associated with
RPOs funded and
Future Operational
Objectives towards
(c]4

3. Same success
rates for women
and men

4. Include a gender
equality
perspective in
each analysis
and evaluation,
where possible

5. Integrate a
gender equality
perspective in
the council’s
external
communication
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Country

Sweden

Title of RFO/Title
of Policy

Riksbankens
Jubileumsfond

(https://www.rj.se/
en/about-rj2/work-
methods/gender-
equality/)

(accessed:
11/03/2021)

Disciplines
/organisations
funded by RFO

Research in the
Humanities and
Social sciences

Overview of policies
and guidelines in
funding and
managing research

Aims of the
guidelines:

- RJ shall have gender
parity in its reviewing

and decision-making
bodies

- RJ shall make sure
that the proportions
of women and men
among those who
apply for grants
correspond to the
proportions among
the researchers who
are potential
applicants.

- For men and
women alike, the
success rate
(successful
applications as a
proportion of all

Does the RFO
report on its GE
performance? If
yes, how the GE

performance of the
RFO is measured?

RJ is guided by
Sweden's
Discrimination Act,
in the form of
analysis and
monitoring of
activities of gender
equality policies. In
conjunction with
grant decisions, the
gender distribution
of both applicants
and grantees
should be reported.
In addition, once a
year, there must be
reporting of the
proportions of men
and women who, in
the capacity of
project leaders
(applicants) or
project participants

Key challenges/areas of
improvement/ lessons
learnt related to the
implementation of its
policies etc. and the
improvement of its GE
performance

Recommendations for
continued gender
equality work:

- Clarify R)’s vision and
goals with the gender
equality work

- Increase the number of
female experts

- Clarify the structure of
the meetings for the
review panels

- Continue to systemise
the gender equality work
and create conditions to
achieve the goals/aims
set up

Good GE practices
associated with
RPOs funded and
Future Operational
Objectives towards
(c]4

Information not
provided
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TARGETED(EMPI

Country Title of RFO/Title Disciplines Overview of policies Does the RFO Key challenges/areas of Good GE practices
of Policy /organisations and guidelines in report on its GE improvement/ lessons associated with
funded by RFO funding and performance? If learnt related to the RPOs funded and
managing research yes, how the GE implementation of its Future Operational

performance of the policies etc. and the Objectives towards
RFO is measured? improvement of its GE GE
performance

applications) should (funded by means

reflect application of the grants
pressure, and the awarded), apply for
same amount of and receive Rl's
funds should be regular research
awarded in support. The
comparable approval rates must
situations. be calculated in

such a way as to
reveal whether
there is any gender
bias in the review
process.

- Forms of support,
calls for applications.
assessment criteria
and review
procedures should be
designed so
researchers have the
same chances of
receiving grants
irrespective of their
gender.
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Title of RFO/Title
of Policy

Country

UK UKRI

(https://www.ukri.

org/about-
us/policies-

standards-and-

data/)

(accessed:
11/03/2021)

Disciplines
/organisations
funded by RFO

Overarching RFO of
9 funding bodies,
including 7 research
councils related to
different disciplines
(including ESRC and
EPSRC) and also
fund research, and
Innovate UK and
Research England.

Overview of policies
and guidelines in
funding and
managing research

Key principles:

- Equality, diversity
and inclusion is a
critical aspect of a
healthy research

- Research and
innovation should be
‘for everyone, by
everyone’. No one
should be excluded
from participating
and benefitting from
research

- Diversity is needed
to address the
unpredictability of
research and
innovation

- By recognising and
nurturing all people
in the system and

Does the RFO
report on its GE
performance? If
yes, how the GE

performance of the
RFO is measured?

Orgs over 250
employees
required to report
GPG

UKRI published the
following diversity
data (sex, age,
ethnicity, disability)
for all 7 research
councils annually:

- Principal
Investigator (PI)
and Co-Investigator

- Fellowship
applicants and
awardees

- PhD studentship
starts

Use a variety of
evaluation methods

Key challenges/areas of
improvement/ lessons
learnt related to the
implementation of its
policies etc. and the
improvement of its GE
performance

The key findings of two
evidence reviews inform
a five year plan to foster a
more diverse and
inclusive research
environment. The
findings illustrate:

1. Large proportion of
interventions focused on
gender (or sex) equality,
or wider EDI issues (such
as ‘diversity training’).
Other characteristics such
as disability, religious
inclusion or age were less
likely to be the primary
target of interventions
within our sample.

2. A range of EDI
interventions were
evaluated. National
differences among

Good GE practices
associated with
RPOs funded and
Future Operational
Objectives towards
(c]4

Recommendations
for HE research
include:

- Co-ordination of
further reviews and
research to fill ‘gaps’
in the evidence base

- Investigate new
tools and resources
for comparative
analysis of EDI
progress

- Foster collaboration
within and between
organisations to fill
skills and resource
gaps relating to
evaluation, avoid
duplication and share
best practice
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TARGETED(EMPI

Country Title of RFO/Title Disciplines Overview of policies
of Policy /organisations and guidelines in
funded by RFO funding and
managing research

diversifying
interactions, we will
enrich our lives by
creating knowledge,
enabling us to
understand the world
around us and
empowering us to
tackle the many
challenges we face as
individuals and as
communities,
nationally and
globally

- The whole
workforce are key
contributors in the
research and
innovation system

- A diversity of ideas,
opinions, knowledge
and people enriches

Does the RFO
report on its GE
performance? If
yes, how the GE

performance of the
RFO is measured?

and approaches to
the reporting of
outcomes. But,
evaluation methods
need
strengthening: Only
a third of
publications
examined reported
a clear effect size
and few
evaluations clearly
defined and
measured
outcomes of
interventions
beyond correlation
with high-level
indicators of
equality (such as
staff recruitment
rates for
underrepresented

Key challenges/areas of
improvement/ lessons
learnt related to the
implementation of its
policies etc. and the
improvement of its GE
performance

interventions are: 1/2 of
the interventions had a
UK-wide focus, 1/4
focused on England and
1/4 on Scotland, 1
intervention from NI and
1 intervention from
Wales. Regional
differences in
interventions literature
evaluating EDI
interventions in North
America was more
prevalent, with far fewer
sources from Africa, Asia
and South America.

3. Positive or affirmative
action measures can
improve the
representation of women
in funding award schemes
and access to higher
education, as well as

Good GE practices
associated with
RPOs funded and
Future Operational
Objectives towards
(c]4

- Ensure alignment
between
organisational EDI
strategy, messaging
and practice, and
between the
attitudes of senior
leaders and those
delivering EDI
interventions

- Reflect on
definitions of
‘leadership’ and
future methods for
recognising and
rewarding
innovation,
commitment and
collaborative practice
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TARGETED(EMPI

Country

Title of RFO/Title
of Policy

Disciplines
/organisations
funded by RFO

Overview of policies
and guidelines in
funding and
managing research

work and enlarges
knowledge economy.

Does the RFO
report on its GE
performance? If
yes, how the GE

performance of the
RFO is measured?

groups). Value

of qualitative
studies in
understanding the
nature of EDI work
and analysing the
‘why’ behind
successes and
limitations of
approaches. But,
practical challenges
of resourcing in-
depth evaluation
alongside diversity
work.

Challenges in
measuring sector
progress: Variation
in practice of
collection,
comparison and
use of EDI data
impacts on the

Key challenges/areas of
improvement/ lessons
learnt related to the
implementation of its
policies etc. and the
improvement of its GE
performance

reducing bias towards
women in recruitment.

4. The effectiveness of
family-friendly policies,
career development
programmes and
employer engagement
and outreach through EDI
committees and advisers
was mixed; there was
evidence of positive
impact in some areas (for
example, improving the
experiences and support
for women and
underrepresented staff
through networks and
affinity groups) but not in
others (for instance, the
lack of senior managers in
such affinity groups limits
the utility of these
networks in improving

Good GE practices
associated with
RPOs funded and
Future Operational
Objectives towards
(c]4
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TARGETED(EMPI

Country

Title of RFO/Title
of Policy

Disciplines
/organisations
funded by RFO

Overview of policies

and guidelines in
funding and
managing research

Does the RFO
report on its GE
performance? If
yes, how the GE

performance of the
RFO is measured?

ability to paint a
‘global’ and holistic
picture of EDI
across R&I sectors,
as well as the rigour
of evaluation.
Continued
investigations into
different models of
‘measuring’
diversity and
inclusion are
recommended,
whilst
acknowledging the
importance of
cultural and legal
contexts.

Key challenges/areas of
improvement/ lessons
learnt related to the
implementation of its
policies etc. and the
improvement of its GE
performance

career progression);
these examples suggest
the importance of
understanding the impact
of not only creating new
policies and programmes
but also considering their
uptake and sustainability.

5. Successful
interventions tended to
involve collaboration
across and within
organisations (such as
forming internal support
networks or creating
communities of practice
around an external
scheme or framework);
they also have
commitment from senior
management and embed
EDI awareness and
initiatives into

Good GE practices
associated with
RPOs funded and
Future Operational
Objectives towards
(c]4
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TARGETED(EMPI

Country

UK

Title of RFO/Title
of Policy

Disciplines
/organisations
funded by RFO

Overview of policies
and guidelines in
funding and
managing research

Does the RFO
report on its GE
performance? If
yes, how the GE

performance of the
RFO is measured?

Key challenges/areas of
improvement/ lessons
learnt related to the
implementation of its
policies etc. and the
improvement of its GE
performance

organisational culture.
Common features of less
effective interventions
were a lack of clarity
around policies or
objectives and how they
are implemented, and a
reliance on the ‘business
case’ for diversity to drive
change.

Good GE practices
associated with
RPOs funded and
Future Operational
Objectives towards
(c]4

EPSRC —
Engineering and
physical Sciences
Research Council

(https://epsrc.ukri.
org)

(accessed:
11/03/2021)

Collaborate with
over 2,000
organisations on
research or training
strategic
partnerships with
user organisations

EPSRC’s objective is
to embed equality,
diversity and
inclusion (ED&I) in all
activity, ensuring that
the activities they
support and the
research that they
fund drives change in
community, and
supports a system

Equality Impact
Assessment

Use Equality Impact
Assessments (EIAs)
as an evidence-
based approach to
help ensure our
policies, practices,
events and
decision-making
processes are fair
and do not present

Gender Diversity in large
grant portfolio shows an
underrepresentation of
women in the
engineering and physical
sciences.

EPSRC has been working
to further equality,
diversity and inclusion
(ED&I) in engineering and
physical sciences research
through improving the

Inclusion Matters

To accelerate the
pace of culture
change and challenge
current thinking, the
aim is to continue
working with
partners through
innovative Inclusion
Matters projects,
which support
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TARGETED(EMPI

Country

Greece

Title of RFO/Title
of Policy

Disciplines
/organisations
funded by RFO

Overview of policies
and guidelines in
funding and
managing research

that is inclusive for
everyone.

Does the RFO
report on its GE
performance? If
yes, how the GE

performance of the
RFO is measured?

barriers to
participation.

Collecting and
analysing diversity
data:

Annually publish
diversity data on:
applications,
awards and success
rate and peer
review process.

Key challenges/areas of
improvement/ lessons
learnt related to the
implementation of its
policies etc. and the
improvement of its GE
performance

gender diversity in our
advisory boards,
improving our peer
review process to ensure
fairness, working in
partnership with key
stakeholders and
delivering against the
UKRI action plan.

Good GE practices
associated with
RPOs funded and
Future Operational
Objectives towards
(c]4

change across the
sector.

The General
Secretariat for
Research and
Technology (GSRT)

(http://www.gsrt.gr

0)

(accessed:
11/03/2021)

Responsible for
setting and
coordinating the
implementation of
Research,
Technology
Development and
Innovation (RTDI)
policy and is the
major direct funder

The General
Secretariat for
Research and
Technology (GSRT) is
the main
organisation
responsible for
setting and
coordinating the
implementation of

No information
provided

No information provided

No information
provided
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TARGETED(EMPI

Country Title of RFO/Title Disciplines Overview of policies Does the RFO Key challenges/areas of Good GE practices
of Policy /organisations and guidelines in report on its GE improvement/ lessons associated with
funded by RFO funding and performance? If learnt related to the RPOs funded and
managing research yes, how the GE implementation of its Future Operational
performance of the policies etc. and the Objectives towards
RFO is measured? improvement of its GE (c]3
performance
of Research and Research,
Development (R&D) | Technology
in Greece. Development and
Innovation (RTDI)
The Greek RIS3 has policy and is the
identhﬁied th'e ) major direct funder
following priority of Research and
sectors: Development (R&D)
1. Agro-food in Greece.
2. Information and
Communication
Technologies
(1cT)
3. Environment and
Sustainable
Development
4. Energy
5. Health and
Pharmaceuticals
6. Materials and
Construction
7. Transport and
Logistics
This project has received funding from the European Union’s Horizon 2020 76
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TARGETED(EMPI

Does the RFO
report on its GE
performance? If
yes, how the GE

Title of RFO/Title
of Policy

Good GE practices
associated with
RPOs funded and

Key challenges/areas of
improvement/ lessons
learnt related to the
implementation of its Future Operational

policies etc. and the Objectives towards
improvement of its GE GE

Country Overview of policies
and guidelines in
funding and

managing research

Disciplines
/organisations
funded by RFO

performance of the
RFO is measured?

Greece

8. Culture, Tourism
and Creative
Industries.

performance

The Hellenic
Foundation for
Research and
Innovation (HFRI)

(https://www.elide

k.gr)

Provides funding to
research conducted
at HEls (doctoral
candidates, post-
doctoral students,
researchers and
faculty members).

The Hellenic
Foundation for
Research and
Innovation (HFRI) is a
newly (2016)
founded national
organisation that

(accessed: The HFRI operates supports and

11/03/2021) under the provides funding to
supervision of the research conducted
Ministry of at HEls (doctoral

Education and
Religious Affairs.

The HFRI supports
unrestricted
research without
thematic or
geographical
exclusions but with

candidates, post-
doctoral students,
researchers and
faculty members).
The HFRI operates
under the
supervision of the

No information
provided

No information provided

No information
provided
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TARGETED(EMPI

Does the RFO
report on its GE
performance? If
yes, how the GE

Title of RFO/Title
of Policy

Good GE practices
associated with
RPOs funded and

Key challenges/areas of
improvement/ lessons
learnt related to the
implementation of its Future Operational

policies etc. and the Objectives towards
improvement of its GE GE

Overview of policies
and guidelines in
funding and
managing research

Disciplines
/organisations
funded by RFO

Country

performance of the
RFO is measured?

Greece

the sole criterion of
scientific quality and
excellence.
Therefore, research
in all disciplines is
funded by the HFRI.

Ministry of Education
and Religious Affairs.

performance

Research Centre of
the Athens
University of
Economics and

AUEB-RC supports
research undertaken
by the academics of
AUEB. This research

Research Centre of
the Athens University
of Economics and
Business (AUEB-RC)

Business (AUEB- falls within the was reviewed.
RC). general fields of
Economics,
(http://rc.aueb.gr) Managementiand
(accessed: Business
11/03/2021) Administration, and

Informatics AUEB-RC
supports research
performed or led by
AUEB academics
(faculty members,
doctoral and post-
doctoral

No information
provided

No information provided

No information
provided
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TARGETED(EMPI

Does the RFO
report on its GE
performance? If
yes, how the GE

Title of RFO/Title
of Policy

Good GE practices
associated with
RPOs funded and

Key challenges/areas of
improvement/ lessons
learnt related to the
implementation of its Future Operational

policies etc. and the Objectives towards
improvement of its GE GE

Overview of policies
and guidelines in
funding and
managing research

Country Disciplines
/organisations

funded by RFO

performance of the
RFO is measured?

Lebanon

researchers) by
managing and/or
providing funding
for the research
activities, thereby
operating as a RFO
for AUEB.

performance

CNRS-L (National
concil for Scientific
reserch (in french:
conseil national de
recherche
scientifique)

(http://www.cnrs.e

du.lb/english/fello
wship-and-
awards/research-
programs-and-

The main
beneficiaries and
partners of the GRP
program are some
of the best
universities and
research centres in
Lebanon, namely
the American
University of Beirut
(AUB), the Lebanese
University, the

Priority is accorded
by the CNRS-L to
projects and research
proposals that
directly or indirectly
impact
socioeconomic
development, mainly
with regards to
healthcare, the
environment, and
agricultural and

fundin cnrs-Ih- Lebanese American | industrial

- - . . i
BUEARES BRI i University (LAU), development, which
program-grp)

University of Saint
Joseph (USJ), Beirut

are the priorities in
Lebanon's Science,

No information
provided

No information provided

No information
provided

This project has received funding from the European Union’s Horizon 2020
research and innovation programme under grant agreement No. 872260

79



http://www.cnrs.edu.lb/english/fellowship-and-awards/research-programs-and-funding/cnrs-l-grant-research-program-grp
http://www.cnrs.edu.lb/english/fellowship-and-awards/research-programs-and-funding/cnrs-l-grant-research-program-grp
http://www.cnrs.edu.lb/english/fellowship-and-awards/research-programs-and-funding/cnrs-l-grant-research-program-grp
http://www.cnrs.edu.lb/english/fellowship-and-awards/research-programs-and-funding/cnrs-l-grant-research-program-grp
http://www.cnrs.edu.lb/english/fellowship-and-awards/research-programs-and-funding/cnrs-l-grant-research-program-grp
http://www.cnrs.edu.lb/english/fellowship-and-awards/research-programs-and-funding/cnrs-l-grant-research-program-grp
http://www.cnrs.edu.lb/english/fellowship-and-awards/research-programs-and-funding/cnrs-l-grant-research-program-grp
http://www.cnrs.edu.lb/english/fellowship-and-awards/research-programs-and-funding/cnrs-l-grant-research-program-grp

TARGETED(EMPI

Country Title of RFO/Title
of Policy

(accessed:
11/03/2021)

Disciplines
/organisations
funded by RFO

Arab University
(BAU), Antonine
University (UA),
Balamand
University, and the
research centres of
the CNRS, and many
more.

Engineering and
basic sciences.
Medical, biological
and public health
sciences.
Agricultural and
environmental
sciences.

Human and social
sciences

Overview of policies

and guidelines in
funding and

managing research

Technology, and
Innovation Policy
(STIP).

Does the RFO
report on its GE
performance? If
yes, how the GE

performance of the
RFO is measured?

Key challenges/areas of
improvement/ lessons
learnt related to the
implementation of its
policies etc. and the
improvement of its GE
performance

Good GE practices
associated with
RPOs funded and
Future Operational
Objectives towards
(c]4

=sEL ey | National

Commission for
Lebanese Women

NCLW carries out
various projects to
improve the status
of women, and to

The National
Commission for
Lebanese Women
(NCLW) is an official

Drawing proposals of
national strategies for the
advancement of women;
and developing and

Empowered Aid :
Transforming Gender
and Power Dynamics
in the Delivery of
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TARGETED(EMPI

Country Title of RFO/Title
of Policy

(https://nclw.gov.lb

/en/mission-and-
vision-2/)

(accessed:
11/03/2021)

Disciplines
/organisations
funded by RFO

establish equal
opportunities for
men and women in
Lebanon.

Overview of policies
and guidelines in
funding and
managing research

institution affiliated
to the Presidency of
the Council of
Ministers. NCLW was
established in 1998
to promote women'’s
rights in the
Lebanese society and
enhance gender
mainstreaming in
public institutions.
NCLW is the key
actor who initiated
the establishment
and adoption of the
ten years “National
Strategy for Women
in Lebanon (2011-
2021)” that aims to
empower women
and insure gender
equality in the social,
political, economic

Does the RFO
report on its GE
performance? If
yes, how the GE

performance of the
RFO is measured?

Key challenges/areas of
improvement/ lessons
learnt related to the
implementation of its
policies etc. and the
improvement of its GE
performance

amending strategies in
effect whenever need be

— Preparing and executing
programs, action plans
and activities related to
women’s affairs, in
collaboration with each
party it deems fit among
all public administrations
and institutions and
administrations, and the
civil-society organisms, all
of which being concerned
with enhancing women’s
status, and with following
up on the
implementation of the
said activities

— Conducting researches
and issuing publications
as well as promoting

Good GE practices
associated with
RPOs funded and
Future Operational
Objectives towards
(c]4

Humanitarian Aid
January 2020 The
Women, Peace and
Security Agenda in
Lebanon : A key tool
for supporting
recovery from
economic crisis and
the COVID19
Pandemic in Lebanon
June 2020
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TARGETED(EMPI

Country Title of RFO/Title

of Policy

Disciplines
/organisations
funded by RFO

Overview of policies
and guidelines in
funding and
managing research

and legal spheres.
Since its inception,
NCLW has developed
strong partnerships
with local, regional
and international
organisations, and
became a key
contributor to the
promotion of women
and gender issues in
Lebanon.

Does the RFO
report on its GE
performance? If
yes, how the GE

performance of the
RFO is measured?

Key challenges/areas of
improvement/ lessons
learnt related to the
implementation of its
policies etc. and the
improvement of its GE
performance

surveys and studies
related to women;

— Organising of or
participating on the local,
regional and/or
international levels in
ceremonies, expositions,
workshops, seminars, and
conferences, all of which
tackling women’s issues.

Good GE practices
associated with
RPOs funded and
Future Operational
Objectives towards
(c]4

The Lebanese
Association for
Scientific Research
(LASeR)

(https://laser-

Ib.org/en/)

Lebanon

(accessed:
11/03/2021)

LASeR currently
comprises of more
than 40 members
who are researchers
and university
professors from
various disciplines, a
board of directors, a
team of 15
employees and

The Lebanese
Association for
Scientific Research
(LASeR) is a Lebanese
non-political and
non-governmental
organisation. Set up
in 2009, its vision is
to support and
encourage scientific
research in various

Diversity and
inclusivity: They
ensure that the
Foundation and its
partners are
inclusive and work
with all equally and
fairly.

Fairness: They aim
to be fair in our
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TARGETED(EMPI

Country

Title of RFO/Title
of Policy

Disciplines
/organisations
funded by RFO

more than 50
volunteers.

Overview of policies
and guidelines in
funding and
managing research

fields, and to provide
adequate support for
researchers, scholars,
and university
students as a tool of
reaching sustainable
development for
societies. It aims to
create and foster a
positive ecosystem
for research and
higher education,
where key players
are empowered to
make change and
impact future
generations

Does the RFO
report on its GE
performance? If
yes, how the GE

performance of the
RFO is measured?

procedures and
open about our
successes and
failures, and expect
the same from our
partners.

Key challenges/areas of

improvement/ lessons
learnt related to the
implementation of its
policies etc. and the
improvement of its GE
performance

Good GE practices
associated with
RPOs funded and
Future Operational
Objectives towards
(c]4

Table 4-3: Overview of RFO GE Policies by Country
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4.5 Overview of Key National GE Studies/Projects

In this section we provide an overview of key GE studies and research projects conducted in
each country (see Table 4-4).% We outline the aims and outcomes for each study/project. We
also provide an overview of key European Union (EU) funded studies, and specifically Horizon
2020 Gender Implementation Funded Projects (H2020-Swafs-2016-2019).

Following on from national GE legislation and policies, each country has continued to conduct
research projects exploring how the GE legislation and policies have been implemented by
(HE) organisations and the impact it has had on improving GE in the workplace and the home.
The studies illustrate three themes across all countries. These are:

1. The studies outline GE legislation and investigate whether policies have been created
and implemented by management across various organisations

2. The studies investigate whether attitudes have changed towards GE in the workplace
and a more supportive environment has been created for the employment and
promotion of women

3. The studies focus on ‘the private’, i.e. issues around GE in the home and work-family
balance.

The studies across all contexts reveal that whilst there is clear GE legislation not all
organisations impose the appropriate policies on their management team and employees to
support GE (i.e. hiring women, career development and equal pay). For example, studies in
Belgium and Lebanon have shown that whilst some organisations have clear GE policies (based
on GE legislation) and provide training programmes to promote gender equality, as a well as
equal opportunities at the intersections of race, religion, ethnicity and disability, the
organisational culture is lagging in embodying, and therefore, implementing these policies.
Other studies in Greece, Sweden and the UK focusing on GE issues in the home have shown
that even in cases where GE policies are implemented at work, women continue to carry
majority of the burden of domestic tasks, especially those with children. This leads some
women to take on part-time work or remain stuck in low-income positions, which hinders
their career progression and widens the gender pay gap even further. See Table 4-4 for a list
of key national GE projects/studies in each country.

In addition, several EU and H2020 funded projects investigated GE in organisations and
institutions of higher education specifically. The projects illustrate the themes mentioned
above in a more detailed and nuanced manner. The H2020 studies provide evidence for
success methodologies for GEPs and practical mechanisms by which GE can be achieved in
organisations. The H2020 diagnostic reporting provides clear examples and explanations that
demonstrate how even routine and mundane organisational practice such job recruitment
become gendered. As such, these practices contribute to ongoing gender discrimination, but
can also serve as catalysts for greater GE when revised and used strategically (see LIBRA
project, Table 4-3, as an example of this type of diagnostic research project).

6 Primary information discussed in this section can be accessed through the Tables 4-4, 4-5, and 4-6.
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4.5.1 GE Legislation Implementation: Breakdown between Practice and Policy
Projects/studies that explore the impact of GE legislation across the EU indicate that GE
legislation is widespread and comprehensive for the most part. Policies centre around themes
on women’s individual agency and decision-making authority, access to capital and resources,
reduction of systemic discrimination and unconscious/implicit bias, and overall increased
power sharing across society (incorporating more intersectional approaches to understanding
gender). However, implementation of the rules and regulations has been slow, uneven, and
even non-existent in some organisational contexts as evidenced by the lack of women in
executive positions, continued gender pay gap, and continued levels of gender and sex-based
harassment and violence.

A useful overview of this theme is found in the EIGE’s Gender Equality Index (European
Institute for Gender Equality, 2020a), which measures gender equalities in the domains of
work, money, knowledge, time, power, health and violence, as well as intersecting
inequalities. Since 2005, this ongoing project has traced advances and changes within GE
across the EU. The project report explains that advances have been made in areas of access
to power and decision making, noting that there are more women on corporate boards across
the EU than any previous time period (although the levels do not reach parity with men).
However, these gains are off-set by a failure to achieve GE in other areas such as work/life
management (EIGE’s Gender Equality Index, 2019 included a particular focus on work/life
management). In addition, the EIGE (2020d) report teases out nuanced differences in GE
across EU member states, recognising the role of culture in the implementation of GE policies
and regulations within organisations and local communities. Please see Table 4-5 for
additional examples of GE legislation and policy adoption across the EU and Table 4-6 for links
to Horizon 2020 projects on the same topic.

4.5.2 GE Policy Leading to Attitudinal and Environmental Change

Building on the explorations of systemic breakdowns of policy implementation, several of the
projects revealed more nuanced attitudinal shifts amongst specific populations. While support
for increased GE appears widespread, failure to create systemic and practice-based change
(see previous theme) resulted in dissonance between what was proposed and/or desired and
what was experienced. Evidence in this discord is found in the higher levels of workplace stress
and burnout women experience as well as decreased levels of overall wellbeing. Importantly,
there is evidence that stress and wellbeing are both gendered concepts with men and women
experiences and making sense of stress and wellbeing differently. The study Benefits of gender
equality through infrastructure provision an EU-wide survey (European Institute for Gender
Equality, 2020b) demonstrate the ways in which women are disproportionally impacted by a
lack of wellbeing and how they experience wellbeing differently from men. The report
provides examples of how GE initiatives should develop gender-specific infrastructures that
are nuanced to account for the differences men and women have regarding their wellbeing.
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4.5.3 GE Organisational Impact on Larger Societal Issues

While much of the GE legislation is focussed on specific workplace policies and practices,
implications for larger societal influences is measured in several EU and Horizon 2020 studies.
These studies explore the ways in which GE is revealed through a number of factors including:
women’s impact on economic development and poverty reduction, reduction of sex and
gender-based harassment and violence, labour-market participation and unpaid labour
inequities, access to quality healthcare, community safety and housing security, gender
stereotyping in media and education, ability to contribute to government and community
decision-making. These studies indicate that creating increased GE in the workplace, including
institutions of Higher Education, will help facilitate larger-scaled societal change. These
projects and initiatives that focus primarily on the workplace as its point of change provide
heuristic value beyond specific organisations and workplaces and can result in far-reaching
societal GE impact. The Beijjing +25: Fifth review of the implementation of the Beijing Platform
for Action in the EU Member States (European Institute for Gender Equality, 2020c) project is
a good example of a more comprehensive illustration of how GE workplace and organisational
policies affect larger social and societal relations. Please see Table 4-5 for additional examples.
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Country GE Study/Project

Project Aims

Brief Description and Key Findings/Outcomes

(max 50 words)

=104 Gender as a multi-layered 2019 Study focused on the gender Results confirmed the prevalence of all traditional barriers for
issue in journalism: A multi- inequality among Belgian women. Besides the lack of diversity, shown by the number
method approach to studying journalists of female employees, there were also signs of discrimination
barriers sustaining gender with regard to content and job tasks.
inequality in Belgian
newsrooms
https://biblio.ugent.be/public
ation/8532874
(accessed: 11/03/2021)

=110 | Work-family balance and 2009 Study aimed at exploring the The results showed that married women in Belgium are more
gender career gaps in Belgium work-family balance and gender | likely to switch to part-time employment and are less likely to

career gaps in Belgium return to full-time. Even when they do, they often end up at

https://www.belspo.be/belsp lower career levels than the levels prior to their leave.
o/fedra/proj.asp?l=nl&COD=T
A/00/28
(accessed: 11/03/2021)

=141 | Gender discrimination in 2019 Study focused on the gender Despite all applicants having equal qualifications, female Arab

hiring: Intersectional effects
with ethnicity and cognitive
job demands

https://researchportal.vub.be
/en/publications/gender-
discrimination-in-hiring-

discrimination in hiring, also
taking the role of ethnicity into
account

applicants received the lowest approval rate in high-cognitive
positions. Overall conclusion of the study shows that
employment discrimination remains one of the major human
rights problems in Belgium.
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TARGETED(EMPI

Country

Greece

Greece

Greece

GE Study/Project

intersectional-effects-with-
ethni

(accessed: 11/03/2021)

Project Aims

Brief Description and Key Findings/Outcomes

(max 50 words)

National Policies for GE in 2004-2008 | The project aims to promote The project concluded that in order to integrate the gender
Employment. Research Centre gender equality in Greece in all- | dimension in employment policies successfully, which aim at
for GE (KETHI) day schools, which facilitated improving the employability of women via reducing

the reconciliation of work with occupational segregation and facilitating the reconciliation of
https://www.kethi.gr/en family/private life for women work with family life, a multi-level approach must be adopted

with children, education and leading to a wide spectrum of interventions to reform
(accessed: 11/03/2021) training programmes in institutions, models and existing practices.

secondary and vocational

education schools on gender

issues, aiming at raising

teachers’, students’, parents’

and the society’s awareness.
Determining factors of the 2004 Study focusing on the Findings show that most important determinant is the gender
wage gap between men and determinants of the gender occupational and sectoral segregation of employment, which
women. wage gap is due to the gender biased education choices leading to the
https://www.kethi.gr/en occupational segregation by gender. The second is wage

discrimination against women which originates from both
(accessed: 11/03/2021) employers’ practices and collective bargaining. The third is
differences in work experience and tenure in the last job.

Literature Review and 2016 Study focuses on the Findings show that despite measures and progress being

Analysis of Policies about
Reconciling Professional with

reconciliation of woke with
family/private life

made in policies to support gender equality, labour division
remains unequal in the home. This is mostly because women
continue to bear the main burden of housework and caring
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TARGETED(EMPI

Country GE Study/Project

Family/Private life. Research
Centre for GE (KETHI).

https://www.kethi.gr/en

(accessed: 11/03/2021)

Project Aims

Brief Description and Key Findings/Outcomes

(max 50 words)

for children, the elderly and the disabled in the household.
This forces them to work part-time, which usually involve
lower wages and more uncertainty, it delays their career
progression and it makes them more vulnerable to violations
of the labour law.

£ | Knowledge is power (KIP

Project)

https://thekipproject.info/
(accessed: 11/03/2021)

2017

KIP in partnership with the
Office of the Minister of State
for Women’s Affairs, the
Lebanese League for Women in
Business (LLWB) and the Global
Compact Network Lebanon
(GCNL) gather managers and
senior HR staff from Lebanese
small and medium enterprises
(SMEs) for a full-day training
workshop focused on anti-
sexual harassment policies at
the Olayan School of Business,
American University of Beirut.

KIP work in alignment with the growing efforts of activists,
civil society organisations, and government entities to
promote safer workspaces within the Lebanese landscape

=E e | Lebanese League for women

in Business

http://www.llwb.org/

(accessed: 11/03/2021)

2006

LLWB is a socio-economic,
apolitical, non-religious
association bringing together
professional women and
providing them with a platform
for (1) Sharing Experiences, (2)
Developing Competencies and

LLWB'’s mission has been driven by building partnerships and
collaborations with various stakeholders in the ecosystem
that share similar goals of addressing socio-economic gaps.
The association operates according to four pillars which
dictate the implementation of current and future activities:
Good Governance, Business and Members' Development,
Advocacy and Community Development.
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Country

Sweden

Sweden

GE Study/Project

Project Aims

Skills, (3) Establishing Networks
and Exchanging Expertise, (4)
Accessing funds and (5)
Mentorship.

Brief Description and Key Findings/Outcomes

(max 50 words)

The Gender Pay Gap in 2002 The aim of the study is to Found wage inequality between women and men in Sweden
Sweden — A national report explore the trends in gender increased during 1990s. Conclusion is to mainstream gender
wage gap in Sweden over a wage equality within policy making. Women benefited from
https://www.diva- decade. wage setting policy characterised by solidarity and equality
portal.org/smash/get/diva2:2 that were to be found in Sweden up until the 1980ies.
4912/fulltext01.pdf General policies aimed at low income earners benefited
women since they were in majority in this group. The
(accessed: 11/03/2021) possibilities for achieving this on a national level through
collective bargaining are now diminishing as individual wage
setting is dominating both within the private and public
sector.
Motivational Interviewing as 2012 The study aims to explore the The field of critical studies on gender equality needs to be

Governmentality: Shaping
Victims of Men’s Violence into
Responsible Subjects?

https://doi.org/10.1080/0803
8740.2019.1588374

(accessed: 11/03/2021)

issues of Violence against
women and gender equality
perception

developed, especially in terms of feminist theorising politics
and the political, including the relations between politics and
practice.
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TARGETED(EMPI

Country

Sweden

Sweden

UK

GE Study/Project

Project Aims

Brief Description and Key Findings/Outcomes

(max 50 words)

Fear and safety in policy and 2014 Project aims to investigate Overall picture shows municipalities work systematically with
practice - overcoming analytical-practice-paradox physical environment and that understanding of safety in
paradoxes in public planning within local planning practices public spaces is diverse among them. Role of cooperation
and initiatives on fear and with other actors where emphasised by many municipalities
https://www.diva- safety in the public space as way of handling complexity of the issues. Three typical
portal.org/smash/get/diva2:1 ways in which municipalities work with fear and insecurity in
339496/FULLTEXTO1.pdf public places was: Safety through focus on the physical
environment; Safety through common responsibility; Safety
(accessed: 11/03/2021) though complex perspectives.
Gender and inequality of 2017 Role of gender in generating Gender accounts for up to 13% of income inequality making

opportunity in Sweden

https://doi.org/10.1007/s003
55-017-1076

(accessed: 11/03/2021)

inequality of opportunity.
Draws on data from women
and men.

gender the single most important circumstance in accounting
for inequality in long-run income in Sweden

Nation State Specific studies that explore unique regional issues impacting gende

-

Northern
Ireland

Gender Equality
Policy Priorities
and
Recommendation
3

https://www.equ
alityni.org/Footer

2016 -
ongoing

Investigation of gender equality
within NI public sector.

The report provides specific actions directed at senior
management to help facilitate change in the following areas:
social attitudes, education, employment, violence and safety,
healthcare, social protection, law reform and organisational
mechanisms.

The onus of responsibility for increased GE lies with senior
management to make specific and practical changes.
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(max 50 words)

Links/News/Deliv
ering-
Equality/Gender-
Equality-policy-
priorities-and-
recommendati

(accessed:
11/03/2021)

Advancing Wales March Study guided by the values The policy areas identified will be part of the implementation
Gender Equality 2020 outlined by Welsh government | plan and will be locally managed by the policy areas leading
in Wales Plan to address inequalities and on them to ensure they are developed fully and respond to
achieve the ambition for the recommendations in the Roadmap.
https://gov.wales greater equality. The Gender
sites/default/file Equality Review identified
s/publications/20 policy areas that stakeholders
20-03/advancing- defined as are key first steps for
gender-equality- Welsh Government to focus on.

plan.pdf

(accessed:
11/03/2021)
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GE Study/Project

Project Aims

Brief Description and Key Findings/Outcomes

(max 50 words)

Gender Equality Scotland | Ongoing Study motivated so that public Senior managers must take pragmatic efforts towards
in the workplace bodies should reflect Scotland's | achieving gender parity within organisation.
diversity, and make the most of | Specific methods include improving the public appointments
https://www.gov. the talent in our communities. process by making selection processes more inclusive and
scot/policies/gen application forms more accessible and user-friendly;
der- developing a bank of information and opportunities for
equality/workplac aspiring board members; and encouraging stakeholders to
e-gender- offer shadowing and mentoring opportunities
equality/
(accessed:
11/03/2021)
UK Gender pay gap in the UK: 2020 On an annual basis, the UK e Evidence from the ASHE and the Labour Force Survey

2020 Differences in pay
between women and men by
age, region, full-time and
part-time, and occupation.

https://www.ons.gov.uk/empl

oymentandlabourmarket/peo

pleinwork/earningsandworkin

ghours/bulletins/genderpayga

pintheuk/2020

(accessed: 11/03/2021)

government tracks gendered
patters related to pay and
earnings.

(LFS) suggests that coronavirus (COVID-19) factors did not
have a notable impact on the gender pay gap in 2020, and
that changes reported in this bulletin reflect underlying
employment patterns.

e The gender pay gap among all employees was 15.5% in
2020, down from 17.4% in 2019.

e The gender pay gap remained close to zero for full-time
employees aged under 40 years but was over 10% for
older age groups.

e Compared with lower-paid employees, higher earners
experienced a much larger difference in hourly pay
between the sexes.

e There was a fall in the gender pay gap within the
managers, directors and senior officials occupation group
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UK

UK

GE Study/Project

Project Aims

Brief Description and Key Findings/Outcomes

(max 50 words)

in 2020; this group has previously been identified as
having a notable impact on the pay gap.

Inequalities in the twenty-first | 2019 - Study highlights inequalities in Multiple components of the ongoing study document gender

century: Introducing the IFS ongoing living standards, health, divides associated with the pay gap, access to training and

Deaton Review political participation and education that facilitate career advancement, commuting

https://www.ifs.org.uk/inequ opportunity, not just between patterns that continue to disadvantage women’s careers and

ality/chapter/briefing-note/ the rich and poor but by financial agency. Recent reports focus on the setbacks
gender, ethnicity, geography women experience due to Covid-19 including the

(accessed: 11/03/2021) and education. loss/reduction of women’s jobs and the increased gendered

workload due changed child and elderly care.
Equality, diversity and 2019 Review conducted by UKRI and | A large proportion of sources focused on gender (or sex)

inclusion in research and
innovation: UK review

https://www.ukri.org/wp-

content/uploads/2020/10/UK

RI-020920-EDI-

EvidenceReviewUK.pdf

(accessed: 11/03/2021)

Advance HE to review equality,
diversity and inclusion (EDI)
challenges and interventions in
the UK research and innovation
(R&I) sector.

equality, with most aimed at women, or EDI in general (for
example, information related to identity characteristics is
removed before job applications are reviewed). Most
initiatives focussed on research careers, especially in STEM,
and identified a gap in relation to EDI interventions in other
areas of the R&I landscape. A variety of evaluation methods
are used making generalisations difficult to produce industry-
wide.

Table 4-4: Overview of Partner Country-Specific GE Projects
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TARGETEDEMPI

Project Title

Key Aims

Key Findings

Date

equality in academia and
research institutions:
Main findings (GEAR
Main Findings),

higher education.

2015-2016 Integrating gender To analyse the main policies, e Diversity is greater than convergence in the integration of gender
equality into academia legislative frameworks, and other equality in research and higher education institutions in the EU
and research initiatives to support institutional Member States, with the most problematic area to be the practical
organisations: Analytical | change for gender equality in application of equal pay provisions. This diversity is to be read at
paper (2016) (GEAR seEclamiE anel resesrdh insiiuiens ir the level of legislative frameworks as well as in policies and other
Analytical Paper), the European Union. incentives. It is aIs.o reflected at the level of research ar\d higher
European Institute for education institutions, i.n the typology of gender equality strategies
Gender Equality, 2016 and measures' they Put in place. - _ .

e Gender equality action plans are institutionalised in the form of

) binding legal provisions in only eight member states.
htt;')s:/./elge..europa:eu/p e Legislative and institutional frameworks, as well as GEPs, mainly
ublications/integrating- pursue Objectives 1 and 2 of the European Commission
gender-equality- (participation of women in research activities, promoting equal
academia-and-research- opportunities for advancement in research careers, and increasing
organisations-analytical- the participation of women in research related decision-making
paper processes). Objective 3 (integrating gender issues in research

content) is pursued to a much lesser extent and only occasionally
(accessed: 11/03/2021) through the means of GEPs.

e An ample majority of GEPs do not rely upon a thorough assessment
of the prior situation with respect to gender equality and lack
proper monitoring and evaluation mechanisms. The drafting
process rarely involves top management structures of research and
higher education institutions, while GEPs often do not go public.

Partner organisations in projects supported through EU framework
programmes do not necessarily draft and operate a GEP of their
own.

2015-2016 Promoting gender Analyse gendered practices within Guide to structural change in academia and research organisations; for

example, how to set up and implement GEPs, i.e. define steps, make
sure the basic requirements and success factors are there or can be
ensured, recognise obstacles and come up with ways to overcome
them.
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TARGETEDEMPI

Project Title

Key Aims

Key Findings

European Institute for
Gender Equality, 2016.

https://eige.europa.eu/p

ublications/promoting-
gender-equality-
academia-and-research-
institutions-main-

findings

(accessed: 11/03/2021)

Another one is the action toolbox to facilitate institutional change like
setting up structures to support gender equality actions, raising
awareness and developing competences, engaging stakeholders,
recruitment, selection and career progressions support, combating
sexual and gender-based harassment, etc.

equality through
infrastructure provision
an EU-wide survey,
European Institute for
Gender Equality, 2020b.

on the benefits of gender-sensitive
infrastructure services. All European
policies — including public
infrastructure policies — must aim to
improve the well-being of the

2019 Gender Equality Index EIGE’s Gender Equality Index Includes a thematic focus on work-life balance. The analysis of work-life
2019. Work-life balance, | measures gender equalities in the balance cuts across three broad areas: paid work, unpaid work (care),
European Institute for domains of work, money, and education and training. It presents indicators in six specific areas:
Gender Equality, 2019. knowledge, time, power, health and parental-leave policies; informal care for older adults or people with
violence, as well as intersecting disabilities, as well as LTC (long-term care) services; caring for children
https://eige.europa.eu/p | inequalities and childcare services; transport and public infrastructure; flexible
ublications/gender- working arrangements; and lifelong learning. Such analysis aims to
equality-index-2019- establish strong connections between work-life balance and gender
work-life-balance equality. It also provides new insights into the monitoring of the
implementation of the European Pillar of Social Rights and its ‘New
(accessed: 11/03/2021) start’ initiative on Work-life balance.
2015-2016 Benefits of gender EIGE conducted a restricted survey The general conclusion that emerges is that, while all of them seem to

increase the well-being of both men and women, their effect and their
relative importance differs between men and women. However, all
infrastructures contribute to the better access of women to education,
their participation in the labour market and in social life in general,
while they also help the reconciliation between professional and family
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https://eige.europa.eu/p
ublications/benefits-
gender-equality-
through-infrastructure-
provision-eu-wide-
survey

(accessed: 11/03/2021)

population rather than its economic

development. Consequently, public
infrastructure, which is usually
embedded in the concept of urban
policy or urban planning and has not
traditionally been studied from a
well-being perspective, must be
analysed and assessed for its ability
to provide well-being.

life. The authors therefore conclude that it is important to have a

gender-based design to satisfy the needs of women. Such a policy will
help mitigate gender inequalities. Women and men would benefit more
from public infrastructures organised to suit their needs.

2014-2020

Advancing work-life
balance with EU Funds. A
model for integrated
gender-responsive
interventions. European
Institute for Gender
Equality, 2020d.

https://eige.europa.eu/p
ublications/advancing-
work-life-balance-eu-
funds-model-integrated-
gender-responsive-
interventions

(accessed: 11/03/2021)

The report discusses the use of ESF+
(European Social Fund Plus) and
ERDF (European Regional
Development Fund) funds to
promote work-life balance
effectively. In this context it
proposes a model for integrated
gender-responsive interventions on
work-life balance. Hence, it
addresses EU funds managing
authorities at member state and EU
level.

The model supports innovative
practice and gender analysis to
realise the potential of the European
Social Fund and the European
Regional Development Fund in the
promotion of work-life balance
(WLB) in the EU.

e Three sets of measures — legal, policy and financial — are essential for
effective gender mainstreaming. They are equally essential for the
formulation, implementation and evaluation of measures to promote
work—life balance as part of an integrated strategy to advance gender
equality.

e Evidence to date on the current operation of the funds reveals that
neither of the key strategic investment levers (ESF and ERDF) is being
used to its full potential to promote gender equality. Although gender
equality is included in the objectives of both funds, research shows
that the opportunities for relevant actions to address work-life
balance and gender equality do not feature prominently in national
and sub-national programmes.

e Measures related to work-life balance focus in particular on
improving women’s position in the labour market by providing
guidance and support for companies and workers on maternity,
paternity or parental leave.

Very few initiatives focus on changing stereotypes in the labour market,

by for example encouraging more men into unpaid and paid care work,

and more women into better-paid male-dominated sectors.
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Project Title
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Key Findings

This model encourages policymakers,
programme managers and project
designers to take an expansive view
of care. This means considering not
only childcare, but also care for older
people or persons with disabilities
and, more broadly, the different
dimensions of social care. The aim is
to use the model to advance gender
equality in member states by
transforming roles and
responsibilities both in formal and
informal care structures.

2013-2020

Beijing +25: the fifth
review of the
implementation of the
Beijing Platform for
Action in the EU
Member States,
European Institute for
Gender Equality, 2020c.

https://eige.europa.eu/p

ublications/beijing-25-
fifth-review-
implementation-beijing-
platform-action-eu-
member-states

The Beijing Declaration and Platform
for Action for Equality, Development
and Peace was adopted by the
Fourth World Conference on Women
in Beijing in 1995. It sets an agenda
for women’s empowerment in all
spheres of private and public life,
outlining strategic objectives and
actions to empower women in
twelve critical areas of concern.
Since then, quantitative and
qualitative indicators have been
developed to monitor progress in
achieving the objectives in eleven
out of the twelve critical areas. All EU
member states have adopted the

Recommendations:
e Addressing gender inequalities in the economy:

- Increase availability, affordability and quality of care services,
while tackling gender stereotypes in care.

- Broaden social policies to ensure protection of workers in non-
standard forms of employment.

- Strengthen the legislative framework to ensure greater
transparency in pay and workforce diversity.

- Ensure policy coherence to support the fulfilment of gender
equality goals stated in the European Pillar of Social Rights and in
the Sustainable Development Goals.

e Ensuring gender-responsive public infrastructures, social protection
and services:

- Design social protection and taxation systems to foster women’s
economic independence and tackle forms of poverty that
particularly affect them.
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TARGETED(EMPI

Date ‘ Project Title

(accessed: 11/03/2021)

Key Aims

Beijing Platform for Action (BPfA)
and committed themselves to its
implementation.

This report is the fifth review of the
overall developments at EU level
related to the twelve BPfA areas of
concern. It takes stock of both the
long-standing and the emerging
challenges currently facing the EU,
and assesses major developments
related to these challenges.

Key Findings

Ensure safe, affordable, accessible and sustainable public
infrastructure that benefits women and men equally.

Provide access to quality, appropriate and universal healthcare
services for all women and girls, in particular those from minority
groups.

e Freedom from gender-based violence, stereotypes and stigma:

Ensure that national education systems adopt gender-sensitive
curricula, materials and teaching practices.

Ensure up-to-date regulation to address gender-based
stereotypes and online abuse in the media and its effective
implementation and monitoring.

Support member states to tackle all forms of gender-based
violence.

Ensure adequate implementation of law enforcement measures
and access to justice for victims of gender-based discrimination
and violence.

e Fostering parity democracy, gender-responsive institutions and a
strong civil society:

Ensure that gender is comprehensively mainstreamed into key
EU and national initiatives.

Introduce targeted measures to promote gender balance in
decision-making.

Reinforce the role of civil society organisations at EU and
member state levels.

Robustly challenge anti-gender movements.

Continue to improve data collection to shed light on gender
inequalities.

e Ensuring peaceful and inclusive societies:

Monitor and promote gender sensitivity within member state
asylum processes.
Ensure that rights of minority groups are adequately protected.

Table 4-5: Overview of EU-Specific GE studies
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Project Title

Project
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Project Outcomes

2017-2020

EFFORTI
(https://efforti.eu/)
EFFORTI
(Evaluation
Framework for
Promoting Gender
Equality in R&I)

Countries

Combine the evaluation of gender equality policies with
the most recent approaches of RTDI evaluation in order
to make the best use of mutual exchange and learning.
Consider the links between initiatives aiming to
promote gender equality - through three main gender
objectives (more women in R&D, women in leadership
positions and integration of a gender dimension in
research content and curricula) - and a variety of

The explicit definition of goals, measures and
indicators in the GEP were highlighted as a
strength of the GEP design.

The design of the GEP based on a gender
equality audit strengthened the intervention,
harnessing the benefits of an evidence based,
data-driven approach to intervention design
The availability of data was a very important

(accessed: impacts on research and innovation. factor contributing to the successful design of
11/03/2021) the GEP (EFFORTI D4.2, p. 39).
EQUAL-IST Ukraine Introduce structural changes to enhance gender Development and implementation of GEPs for
(https://equal- Lithuania equality in Information Sciences and Technology (IST) seven partner universities.
ist.eu/) Portugal research institutions. Implementation of Gender Equality Plans at ICT
Gender Equality Italy Support seven Research Performing Organisations / IST Research Institutions in Alignment with
Plans for Finland (RPOs) from Northern, Southern and Central European the Charter & Code Principles.
Information Germany countries, as well as one CIS (Commonwealth of Gender Equality Plans and acknowledge the
Sciences and Independent States) country in developing and principles of the European Charter for
Technology implementing tailored Gender Equality Plans (GEPs). All Researchers and the Code of Conduct for the
Research RPOs forming the EQUAL-IST project consortium are at a | Recruitment of Researchers that support
Institutions starting stage in setting up of GEPs and they have also gender equality, diversity, and work-family
ensured the support in GEPs implementation from the balance.
Worked in respective highest management levels. All organisations should abide by the shared
partnership with Promote participatory approach towards creation of Code of Conduct, but specific GEPs need to be
EURAXESS — gender equality policies, active dialogue with and tailored to specific local/regional/national
Researchers in involvement of decision makers at the participating contexts as well as organisational needs and
Motion RPOs to support both RPOs’ initial internal assessment demands.
and the GEPs design process.
(accessed: Toolkits, guidelines, and methodologies developed
11/03/2021) during the EQUAL-IST project, as well as lessons learned,

will be disseminated in Europe and other CIS countries.
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Project Title Project Key Aims Project Outcomes
Countries
2015-2019 | LIBRA Spain The Gender Equality Plans aim to bring about long Diagnostic report describing GE status in each
(https://www.eu- Austria lasting and profound structural changes to remove participating organisation, and includes survey
libra.eu/ United institutional barriers and empower women to be equally | with institute staff.
LIBRA Kingdom successful as men in their research careers. Specifically,
Unifying innovative | Denmark all Gender Equality Plans will address four main areas of | The gender equality impacts addressed by the
efforts of European | Switzerland interventions: GEP are:
research centres to | Germany - Recruitment policies and procedures - Gender imbalance (in recruitment, in work-
achieve gender Czechia - Career development and training life, in decision-making positions)
equality in Netherlands | -  Work-life balance - Gender and equal opportunities (in
academia. Two - Sex and gender dimension of research recruitment)
European - Gender dimension in research
(accessed: institutions - Gender bias
11/03/2021) located in - Gender equity (through standardisation of
Italy and in rules for candidate selection /
France appointment, increasing the % of female
applicants)

- Gender inclusion (through gender—
sensitive language, gender-inclusive
communication)

2016-2020 | SAGE Ireland - Seek stronger action on gender equality in higher Design and implementation of Gender Equality

(https://www.sage- | Portugal education and research. Plans (GEPs)

growingequality.eu | Bosnia and - Remove barriers to the recruitment, retention and Developed, refined and tested a replicable

/ Herzegovina career progression of female researchers. model for gender equality for extension across
Turkey - Address gender imbalances in decision-making EU higher education and research institutions.

Systemic Action for | France processes.

Gender Equality Italy - Strengthen the gender dimension in research Implementation of GEPs (three phases):
Northern programme. Institutional Self-Assessment

(accessed: Ireland/UK Research findings and good practice models

11/03/2021) will facilitate self-assessment in each partner

institution through the collection of baseline
data (quantitative and qualitative) upon which
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Countries
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Project Outcomes

Gender Equality Plans will be modelled. These
data will provide the basis for Key Performance
Indicators (KPIs) that can be monitored during,
and beyond, the project’s lifespan.
Construction and implementation of GEPs SAGE
partners will develop individualised and
tailored Gender Equality Plans (GEPs), guided
by the SAGE Wheel model.

Embedding Gender Knowledge in Organisations
SAGE will create guidelines, online resources,
courses, workshops and materials for partner
and peer institutions to support the pursuit of
fully ‘gender-sensitive’ organisations, via
incorporation of gender Into organisational
culture, educational curricula, and scientific
research content.

Development of GEP Tool:

SAGE Toolkit with SAGE Wheel models for
gender equality plans, a diagnostic kit for self-
assessment within institutions, guidelines for
developing and implementing GEPs, and a
framework for inter-institutional mentoring to
guide the process.

SAGE Capacity Building Workshops to ensure
that the SAGE good practice models can be
successfully adapted in multiple organisations.
SAGE Gender Module for integration into
undergraduate and postgraduate programmes.
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Countries

SAGE Institutional Change Online Course for
training on ‘Producing a Gender Sensitive
Institution.’

2016/2020

Baltic Consortium
on Promoting
Gender Equality in
Marine Research
Organisations -
https://www.baltic-

gender.eu/

(accessed:
11/03/2021)

Nations
bordering
Baltic:
Germany
Estonia
Sweden
Finland
Lithuania

¢ To promote gender-balanced career advancement in
Marine Science and Technology;

 To establish strategies for promoting a family-friendly
working culture;

¢ To identify meaningful and effective structural
changes in the partner institutions leading to an
improvement of gender equality;

¢ To develop methodologies for the enactment of
gender-sensitive marine research;

* To build competence and skills in gender sensitive
teaching methods;

* To initiate gender focused training and mentoring in
or across all partner institutions, to develop
recommendations to guide the implementation of
Gender Equality Plans.

Institutional Structural Change

Establishing gender-segregated data collection
for 13 indicators such as "gender pay gap" or
"sex of the chief scientist on cruises”
Implementing the first Gender Equality Plans
(GEPs) at the level of the marine departments
of The Estonian and Lithuanian partners
Collecting and promoting 13 best practices on
structural changes from project partners, such
as

The Women’s Executive Board and the
mentoring program via:mento_ocean, which
support

Equal chances, transparent processes and fair
cooperation

Establishing workshops and training sessions on
topics such as leadership and decision making,
Unconscious bias and gender conscious
teaching

Empowered the marine scientific community:

¢ bringing leaders of the future, decision
makers of today and agents of change together
in various activities such as leadership courses
and informal grass-root meetings; and thus,
offering numerous opportunities for
networking
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¢ an international mentoring program,
providing 16 early-stage women researchers
with personal guidance, opportunities for
networking and financial support for further
qualification

¢ a blog series on the careers of 18 successful
women scientists and engineers as role models
¢ support materials for policies that reconcile
work and family

2016-2019

JERRI -- Joining
Efforts for
Responsible
Research and
Innovation

https://www.jerri-

project.eu

(accessed:
11/03/2021)

Germany
Netherlands
UK

Two largest
European
Research
and
Technology
Organization
s (RTOs), the
German
Fraunhofer
Gesellschaft
and the
Netherlands
Organization
for Applied
Scientific
Research

Development of specific RRI goals within Fraunhofer and
TNO, based on existing good practices, and in close
interaction with stakeholders, for the following five key
dimensions: Ethics, Societal Engagement, Gender
Equality and Gender in Research and Innovation
Content, Science Education, Open Access

set up of action plans for each key dimension followed
by the realization of RRI practices in pilot cases
organisational change process accompanied by deep
institutionalisation theoretical framework and impact
monitoring

distribution of good practices among internal and
external stakeholders and further RTOs

international mutual learning on good RRI practices at
both the Chinese Academy of Sciences (CAS) and the
Arizona State University (ASU)

Results of the study cut across 6 key areas:
Theoretical framework

Built on existing rri (responsible research in
innovation) structures and practices

Establish change process for institutionalization
of rri

Monitoring and evaluation of JERRI and JERRI
change process

Subsequent study evaluated extent to which
European RRI are embedded in non-European
organizations.

Overall lessons learned

Lessons Learned:

1. Degree of Institutionalisation: Consider the
level of institutionalisation and, if necessary,
adapt the approach in the goal development
process.

2. Involvement of External Stakeholders: When
and to what content and in which context of
the goal development process do you include
external stakeholders. Design specific separate
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Additional

collaboratio

n with

China

us

Key Aims

Project Outcomes

sessions for internal and external stakeholders
and to create spaces for joint deliberations.

3. Involvement Change Agents: Include
anonymous elements into the deliberation
process such as e.g. televoting and to interact
with high ranking participants in advance to the
process.

4. Consensus vs. Dissent: Avoid groupthink by
creating an open and constructive atmosphere
by balance of attitudes regarding a particular
topic. Practically this can be done by providing
not only tables for results of consent but also
for dissent.

5. Smart Goals / Long Term Organisational
Goals: Re-translate and ground far-reaching
visions into concrete long-term goals.

6. Institutional Change through Seizing
Windows of Opportunity: While setting up
organisational goals/ Smart Goals become
aware of re-structural processes, activities or
initiatives that are already taking place within
the organization. Such windows of opportunity
can provide a foundation RRI transition
processes and benefit from possible synergy
effects.

7. Consistency of the Topic: Some RRI key
dimensions might be more heterogeneous than
they appear on the first right. This becomes
particularly clear through a comparison with
available windows of opportunity. A
recommended solution is to separate the
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aspects and tackle them with different
stakeholder configurations.

8. Balance of Holistic vs. Specific Perspectives:
Key dimensions will be handled differently
depending on the organisational unit. Find the
right balance between specificity and generality
of perspectives.

9. Management of Expectations:

The expectations of stakeholders can and will
differ along with the Project. Clear and
consistent communication is essential.

2016-2019 | PLOTINA Promoting
gender balance and
inclusion in
research,
innovation and

training

https://www.plotin

a.eu/

(accessed:
11/03/2021)

Turkey
UK
Italy
Spain

Enable the development, implementation and
assessment of self-tailored Gender Equality Plans (GEPs)
with innovative and sustainable strategies for the
Research Performing Organizations (RPOs) involved.

This objective will be achieved by:

Stimulating a gender-aware culture change;

Promoting career-development of both female and
male researchers to prevent the waste of talent,
particularly for women;

Ensuring diversification of views and method ologies (in
this case by taking into account the gender/sex
dimension and analysis) in research and teaching.
PLOTINA is a partnership of RPOs, Professional
Associations and Partners with specific expertise in
monitoring the progress of the project and in the
dissemination. The consortium represents the diversity
of European RPOs as well as the diversity of European
social and cultural environments.

Development of modular and adaptable
resources for other RPOs at the starting stage
in the setting up of GEP:

Tools

GEPs Library of Actions

Research and teaching Case Studies and Good
Practices.
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The workplan will proceed in four overall stages:

Assess the current situation in all Partner RPOs;

Design GEPs for eachist»RPO;

Design, implement and evaluate Actions in the Partner
RPOs to address the targets of the GEPs;

Createlstra platform of resources that can be used by
RPOs across Europe to implement their own GEPs suited
to their own situations.

The GEPs Actions will support systemic and sustainable
changes at the institutional and departmental of the
PLOTINA’s RPOs

2015-2018 | GENERA - Gender Germany Continuing, monitoring and improving the Gender Outputs include:
Equality Network in | Ireland Equality Plans of Research Institutions and Development of roadmap for GEPs in context
the European Italy Organisations specifically in the physics research field. Development of The GENERA Network and ACT
These three actions will be performed by a Consortium Network. Networks act as a testbed for
Research Area of 13 beneficiary partner Research Performing and advancing Communities of Practice in the area
https://genera- Research Funding Organisations and a number of of gender equality in research. ACT stands for
project.com/ associate partners and observers. Communities of Practice for Accelerating
Gender Equality and Institutional Change in
(accessed: Another major goal of GENERA is to contribute to Research and Innovation across Europe.
11/03/2021) overcoming the under-representation of women in

physics research which is long-standing and persistent
even if the prevailing cultures adopt the assumption of
being ‘gender neutral’. Still, these assumptions did not
produce the desired effect of increasing female
representation in the physics research field.

Table 4-6: Overview of Completed Horizon 2020 Projects (H2020-Swafs-2016-2019)
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4.6 Conclusion

In this concluding section we discuss key points relating to the three main element derived
from the SoP review, the national and institutional context; GEP development and
implementation; and GEP monitoring.” This section ends with a brief summary of important
emergent themes and recommendations for further exploration.

4.6.1 National and Institutional Context
A major theme is the importance of context. Each partner institution is embedded in different
cultural, political and social-economic contexts, which shape national legislation. These in turn
influence national and organisational policymaking and the take-up of policy-in-practice. A
further factor is how governments prioritise gender equality, for instance, the degree to which
it is considered a fundamental societal value.

The SoP review highlights the complexity of these interdependent relationships and their
consideration is central to the development and implementation of GEPs. As a consequence
of the complexity between legislation and policy making and taking into consideration
contextual factors there is evidence of gaps and a lack of consistency in policy development
and application and thus, a dilution of its effectiveness. An important finding from reviewing
national studies in partner countries is that there is significant knowledge of GE legislation and
how policy is developed. Nonetheless, studies considering the impact of GE legislation reveal
that the implementation of rules and regulations has been slow, uneven, and even non-
existent in some organisational contexts.

4.6.2 GEP Development and Implementation

A major theme from the review is that similar to policy at national level, organisational level
policies in partner countries are at different stages of development and implementation.
These are dependent on multiple factors including the level of national legislation in place and
also unique aspects of the partner institutional level, such as institutional status (private or
public) or the extent to which institutions align with national legislation.

Policy development across partner institutions is not uniform, varying in its approaches,
between the adoption of broad strategy and plans to specific policies for single issues.
Similarly plans for action vary including in how they are monitored and the level to which they
are accountable internally and externally.

Our of review of national GE studies and projects reveals that organisations, including RPOs,
do not always have policies in place to support GE, even though there is clear national-level
GE legislation. EU studies recognise the role of culture in the implementation of GE policies
and regulations within organisations and local communities. While studies report support for
increased GE, failure to create systemic and practice-based change has resulted in dissonance
between what was proposed and/or desired and what was experienced evidenced by

7 Primary information in this section can be accessed through Tables 4-1, 4-2, 4-3, 4-4, and 4-5.
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decreased levels of wellbeing. Several EU and H2020 funded projects have investigated GE in
organisations and institutions of higher education specifically. The H2020 studies provide
evidence for success methodologies for GEPS and practical mechanisms by which GE can be
achieved in organisations. The H2020 diagnostic reporting provides clear examples and
explanations that demonstrate how even routine and mundane organisational practices such
as job recruitment become gendered. These types of diagnostic report offer examples of
highlighting how such practices can serve as catalysts to further GE.

Nonetheless the EU national and Horizon 2020 studies illustrate a fragmented implementation
in some organisational contexts and highlight gaps between policy development and
implementation in practice.

The SoP review also demonstrated that RFOs had varying approaches to GEP implementation
across the partner countries including alignment with external guidelines (e.g. European
Commission GE principles). How GE policy is developed necessarily affects its implementation.
Partner countries adopt (i) overarching equality strategies (e.g. Research Foundation,
Flanders, Belgium) that determine specific guidelines for organisational practices and
processes that are monitored, (ii) specific strategies that are used to evaluate and review
practice (e.g. Swedish Research Council), (iii) sets of principles by umbrella organisations that
are implemented through objective setting in associated funding bodies (e.g. UKRI, UK). In
Lebanon there is evidence of GEP implementation through funded projects (e.g. National
Commission for Lebanese Women). National studies have highlighted a dissonance between
prosed implementation and what happens in practice, therefore an important issue is to
identify methods of implementation that are effective taking into account institutional and
national context.

4.6.3 GEP Monitoring

Where partner institutions have GEPs in place, our review of practice highlights a range of
approaches and focus to GEP implementation, including at institutional level through action
plans (e.g. VUB), in line with external frameworks to address identified gaps in practice (e.g.
ULANC), and establishing groups to work on specific issues (e.g. AUB). A key factor in
implementation is the level of commitment to action demonstrated at the most senior level
of the organisation.

Monitoring of partner institutions’ GEPs takes different forms, with specified timelines.
Feedback mechanisms include reporting to internal stakeholders (e.g. AUB), external
stakeholders (e.g. VUB) and external bodies (e.g. ULANC). Reporting to external bodies
ensures a level of accountability.

Three of the five partner countries (ULANC, SSE and VUB) were able to provide evidence that
the RFOs in their own country of monitoring practices at institutional level including publicly
available analyses, reviews and data that report GE practice across different functions (e.g.
funding applicants, expert panel composition). Monitoring feeds into future operational GE
objectives, including within funding initiatives and with recommendations for HE research
more broadly. GEPs implementation is also reviewed in line with national legislation (e.g. UKRI
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gender pay gap reporting (Equality Act, 2010)). However, our review found limited evidence
of reporting of good practices associated with HE institutions they have funded. An area for
further exploration is how RFO approaches may help inform RPOs in developing effective
monitoring practices.

While national and Horizon 2020 studies identify uneven implementation, monitoring through
such studies draws attention to the benefits of GE practices where they are implemented. The
EIGE report (2020) offers examples of how GE initiatives should develop gender-specific
infrastructures accounting for differences between women and men regarding their
wellbeing. EU and Horizon 2020 studies concerned to measure larger societal influences of GE
legislation implementation in the workplace, show that creating increased GE in the
workplace, including HE institutions, will help to facilitate larger-scaled change (e.g. Beijing+25
project reviewing the implementation of the Beijing Platform for Action), including a positive
impact on societal relations.

In summary, the SoP has highlighted two key emerging themes. First, the importance of
context including the socio-economic and cultural context in the development,
implementation and monitoring of GEPs. Second, there is a dissonance between policy and
implementation including the uneven take-up of policy, therefore reinforcing the need for
implementation plans to take context into account. These themes also demonstrate the
importance of mechanisms which can connect knowledge, policy and practice and improved.
Although our review shows evidence of the benefits of GEPs (e.g. national and Horizon 2020
studies), it also reveals the need for improved understanding of how GEPS can be
implemented and monitored and the need for information where they succeed and where
they fail to be effective.
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5 Synthesis of the SoA and SoP Findings

The strategic objective of the TARGETED-MPI project is the development, implementation,
and monitoring of Gender Equality Plans (GEPs) at the five Business and Management Schools
participating in the TARGETED-MPI consortium. In order to be valid, current, and effective, the
TARGETED-MPI GEPs should be firmly supported by the current state of knowledge regarding
Gender Equality (GE) in academic organisations. According to our methodological approach
(Section 2 of this report) the relevant body of knowledge (BoK) was divided into two major
streams, namely: the state-of-the-art (SoA) and the state-of-practice (SoP). The SoA review
(Section 3) summarises the findings of the academic literature regarding empirical findings,
concepts and theories underpinning the identification of the factors acting as barriers or
enablers in achieving gender equality in academic organisations. The SoP review (Section 4)
examined the national and institutional contextual factors affecting GE in academic
organisations and distilled the international experience regarding the planning,
implementation, and monitoring of GEPs in Research Performing (RPOs) and Research
Funding (RFOs) organisations. In this section, we synthesise the findings of the SoA and SoP
review aiming to identify key issues that should be considered and further analysed in
planning, developing, and monitoring the TARGETED-MPI GEPs.

5.1 Cultural, Political, and Legal Contexts Matter: The Macro Level Policy

Articulation-Policy Implementation Gap

One of the key findings of the SoA review is that gender equality (or the lack of it) in academic
organisations is deeply rooted in the organisational culture that reflects to a large extent the
culture and structures of the society within which they operate. Besides the strong influence
of culture on GE, our SoP revealed that national and supranational legislation (for the case of
the EU Member States), shaped by the corresponding social-economic and cultural contexts,
as well as the government’s political priorities have a very strong bearing on the manifestation
of GE in academic organisations. It is worth noting that national and supranational legislation,
in certain instances, may supersede the culturally ingrained concepts of gender inequality
embedded in the society and the academic organisations, and therefore it can act as an
enabler in overcoming cultural GE barriers. This observation may provide useful guidance, and
should be interpreted with care, when it comes to the planning and implementation of GEPs.
Specifically, although “progressive gender equality legislation” and “political will” may
provide the necessary conditions for introducing gender equality policies in academic
organisations, these conditions may not be sufficient to overcome cultural barriers. This may
delay the implementation of GE or it may lead to inadequate implementation of GE legislation.
An important finding from reviewing national studies in partner countries is that there is
significant knowledge of GE legislation and how policy is developed. Nonetheless, studies
considering the impact of GE legislation reveal that the implementation of rules and
regulations has been slow, uneven, and even non-existent in some organisational contexts.
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5.2 Bespoke Gender Equality Planning and Implementation

At the organisational level, the maturity of gender equality planning is determined largely by
the presence of barriers and enablers originating from the broader cultural-social-political-
legal environment within which academic institutions operate and from the academic culture
of the specific organisation. In strongly gendered societies, academic organisations are
strongly gendered while in gender egalitarian societies it is more likely to reflect and practice
this egalitarianism. The partner Universities in TARGETED-MPI are coming from different
societal cultures and therefore are displaying a varying degree of gendered culture, and
structures and resistance to gender equality initiatives. Therefore, the current level of
maturity in policy development varies across partner institutions and covers a wide spectrum
of gender equality planning options ranging between the adoption of a broad strategy and
plans, to specific policies for single issues. Similarly, plans for action vary in how they are
monitored and the level to which they are accountable internally and externally. The SoP
review identified gaps between gender equality planning and implementation. These gaps
vary among the participating institutions and depend on the broader cultural-social-political-
legal environment that the partner institutions operate. The diversity regarding gender
equality among the TARGETED-MPI institutions provides a fertile ground for identifying good
gender equality planning practices that can be shared by the partner institutions. In this
direction, the TARGETED-MPI GEPs should thoroughly analyse the current level of GE planning
maturity of the respective institutions and should develop bespoke GEPs that will recognise
constraints and opportunities existing at the different institutions.

5.3 GEP Implementation and Monitoring Enablers

A critical milestone for the development, implementation, and monitoring of the GEPs is the
understanding of the factors that can help the partner organisations to overcome existing
gender equality barriers. The enablers identified by the SoA review provide useful input for
the development of the TARGETED-MPI GEPs. Key GEP implementation enablers identified by
our SoA review include: gender equality awareness raising, top management commitment,
establishment of formal, transparent and equitable career progression evaluation processes,
and introduction of continuous monitoring of clearly defined gender equality targets. It is
worth emphasising here that a key enabler for the successful implementation of GEPs is that
their development and monitoring should be evidence-based and data driven. To this end, the
use of appropriate time-bound indicators that are measuring specific impacts and targets is
instrumental. In terms of their content, the GEPs should include policies supporting work-life
balance, and interventions that will enable the realisation of the full potential of female
academics. These interventions may include the provision of adequate resources and
management commitment to support talent and promote female leadership, introduction of
female mentoring programs, and provision of support for networking activities. The specific
types of interventions that will be included in GEPs should be tailored to address the barriers
faced by female academics, they should target cultural, and structural obstacles, they should
be both bottom-up and top-down, and should recognise the importance of localised alliance
within a sector. Also, interventions where gender is a fundamental aspect of training and are
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aimed at all employees would help to avoid “fix the woman” trap and encourage
accountability across the organisation.

In a nutshell, our SoA and SoP review shed light on the complex multi-layered interactions of
cultural, political, and legal factors that are determining the context within which GE (or lack
of it) is manifested. The thorough understanding of these intricate relationships is of utmost
importance in identifying the potential barriers and enablers emanating from the national and
organisational context, and in developing, implementing, and monitoring bespoke GEPs. The
findings of the SoA and SoP review reported in this deliverable along with the direct input
received from the stakeholders who participated in the first TARGETED-MPI workshop provide
significant input for: i) understanding the major determinants of gender inequality, ii)
identifying barriers and enablers to GE, iii) determining the types of interventions that should
be included in the GEPs, iv) designing the processes required for the effective implementation
of GE interventions, and v) establishing the mechanism that will measure and monitor
progress in meeting gender equality targets.
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Appendix A: State-of-the-Art information extraction template

Partner responsible for completing the template:

I. Publication Description

Title of paper/study publication/provide link to access the publication

Author(s):

Year of publication:

Type of publication: (e.g. journal paper, working paper, conference proceedings,
dissertation, unpublished written report)

Source of the publication: (e.g. journal name, conference name)

Abstract/Executive Summary (up to 300 words)

Il. Description of Research Context

Research motivation:

Research aim/objectives and research questions:
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Theoretical framework used: (e.g. critical perspectives, organizational culture theory,
feminist theory, gender neutrality).

Research design: (e.g. conceptual/theoretical/theory development paper, survey, field
experimental, focus group, interviews, case study)

Data collection method and characteristics (where applicable):(i.e. types of data collected,
primary, secondary, individual level, institutional level, proprietary, public domain, sample
size, sampling method)

Country(ies) of study:

Type of institution/organization concerned: (e.g. research institution, educational/academic
institution, university, business and management school, college institution, research
organization)

Ill. Description of results.

Gender issues addressed: (e.g. gender equality, gender inequality, gender equity, gender
inequity gender discrimination, gender non-discrimination, gender and equal opportunities,
gender imbalances, gender bias, gender consideration, gender dimension)
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Gender equality impacts addressed: (e.g. pay, recruitment, retention, career progression,
decision making, research, career paths, career shocks, leadership in research, authorship)

Outcome Measures used: (where applicable)

Description of key findings:

Identified factors influencing Gender Equality: (e.g. barriers to participation, societal
barriers, internal structural barriers, and governmental barriers)

Key Performance Indicators used: (where applicable)

Intervention implemented: (where applicable)

IV. Applicability of results to the TARGETED-MPI

General comments/recommendations: Include some suggestions regarding the potential
use of (parts of) the publication into consideration in the subsequent stages of the project:
for example i) questions used in interviews/questionnaires, ii) performance measures
identified, iii) methodologies used etc. Identify critical parts of the publication that may be
used by the project.
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Recommendations useful beyond scope of TARGETED MPI e.g. engaging with equality
more broadly such as discussions around race issues/disability/class — intersecting factors
including ideas for future research

This project has received funding from the European Union’s Horizon 2020 122
research and innovation programme under grant agreement No. 872260




TARGETED(MPI o

Appendix B: State-of-Practice information extraction templates

Template 1: GEPs developed for research-performing and research-
funding organisations funded by the Horizon 2020 programme (H2020-
Swafs-2016-2019)

Project design: (e.g. conceptual/theoretical/theory development paper, survey, field
experimental, focus group, interviews, case study)

Country(ies) of study:

Data collection method: (where applicable)

Data characteristics: (i.e. types of data collected, primary, secondary, individual level,
institutional level, proprietary, public domain, sample size, sampling method)

Preliminary findings (ongoing projects only)

Gender equality issues addressed: (e.g. pay, recruitment, retention, career progression,
decision making, research, career paths, career shocks, leadership in research, authorship)

Gender equality impacts addressed: (e.g. gender equality, gender inequality, gender equity,
gender inequity gender discrimination, gender non-discrimination, gender and equal
opportunities, gender imbalances, gender bias, gender consideration, gender dimension)

Identified factors influencing gender equality: (e.g. barriers to participation, societal
barriers, internal structural barriers, and governmental barriers)

Findings (completed projects only)

Gender equality issues addressed: (e.g. pay, recruitment, retention, career progression,
decision making, research, career paths, career shocks, leadership in research, authorship)
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Gender equality impacts addressed: (e.g. gender equality, gender inequality, gender equity,
gender inequity gender discrimination, gender non-discrimination, gender and equal
opportunities, gender imbalances, gender bias, gender consideration, gender dimension)

Identified factors influencing gender equality: (e.g. barriers to participation, societal barriers,
internal structural barriers, and governmental barriers)

Development of new measurement tools/ techniques (for GEPs, including related key
Performance Indicators used: (where applicable))

Reported Evidence of Impact: (where applicable)

Ill. Applicability of results to TARGETED-MPI

Information applicable to content of GEPs

Information applicable to planning process of GEPs

Information applicable to implementation of GEPs

Information applicable to stakeholder involvement in the GEP lifecycle

Useful experience/ lessons from other universities regarding GEPs
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Partner responsible for completing the template: All Partners

Template 2: European and national studies related to GE issues and SoP
in the partner countries and institutions.

Title of project /provide link to access the report

Type of organisation/ institution concerned: (e.g. research institution, educational/academic
institution, university, business and management school, college institution, research
organization)

Duration of project:

Abstract/Executive Summary (up to 300 words)

Project motivation

Project objectives and aims:

Il. Description of Project Context/s

Project design: (e.g. conceptual/theoretical/theory development paper, survey, field
experimental, focus group, interviews, case study)

Country(ies) of study:

Data collection method: (where applicable)

Data characteristics: (i.e. types of data collected, primary, secondary, individual level,
institutional level, proprietary, public domain, sample size, sampling method)
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Findings

Gender equality issues addressed: (e.g. pay, recruitment, retention, career progression,
decision making, research, career paths, career shocks, leadership in research, authorship)

Gender equality impacts addressed: (e.g. gender equality, gender inequality, gender equity,
gender inequity gender discrimination, gender non-discrimination, gender and equal
opportunities, gender imbalances, gender bias, gender consideration, gender dimension)

Identified factors influencing gender equality: (e.g. barriers to participation, societal barriers,
internal structural barriers, and governmental barriers)

Development of new measurement tools/ techniques (for GEPs, including related Key
Performance Indicators used, where applicable)

Reported Evidence of Impact: (where applicable)

Applicability of results to TARGETED-MPI (insights helpful for our project)

Information applicable to content of GEPs

Information applicable to planning process of GEPs

Information applicable to implementation of GEPs

Information applicable to stakeholder involvement in the GEP lifecycle

Useful experience/ lessons from other universities regarding GEPs
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Template 3: Contextual factors influencing GE in the partner
organisations

Name and category of policy e.g. national / regional policy/ legislation (in partner country)

Please provide year of policy and year of policy implementation

Description of policy with link to policy source (if available) or location of policy

Target group (e.g. sector, institution/ organisation etc.)

Gender issues addressed: (e.g. gender equality, gender inequality, gender equity, gender
inequity gender discrimination, gender non-discrimination, gender and equal opportunities,
gender imbalances, gender bias, gender consideration, gender dimension)

Policy analytical measures/ targets/ indicators

Policy plans/ measures for monitoring and evaluation

Structures and frameworks to support legislation (e.g. Commissioning body, committee etc)

Tools and mechanisms to support legislative change

Success factors

Lessons learned from policy implementation

Stakeholder(s) involved in legislation (e.g. sector, organisation size, specific institutions etc.)
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Organisational policy of (name Participating Organization) (Institutional/ School/
Department). Please complete this section with reference to policy of your
Institution/School/Department.

Year of policy and year of policy implementation

Description of Policy

Target Group (ECRs, administrative, academic, Part-time, Full-time, flexible workers, doctoral
students etc.)

Gender issues addressed: (e.g. gender equality, gender inequality, gender equity, gender
inequity gender discrimination, gender non-discrimination, gender and equal opportunities,
gender imbalances, gender bias, gender consideration, gender dimension)

Analytical measures/ targets/ indicators

Policy plans/ measures for monitoring and evaluation

Structures and frameworks to support legislation (e.g. Commissioning body, committee etc.)

Tools and mechanisms to support legislative change

Success factors

Lessons learned from policy implementation
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