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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 developing the gender equality plans for each partner institution.  

The objective of this deliverable is to offer the tools and guidelines to support partner B&M 

Schools of the partner institutions (AUEB-RC, AUB, SSE, ULANC and VUB) in their gender 

equality planning (GEP) process.  

An integrated methodological framework was developed in order to organise and execute the 

research activities of this deliverable. Building on the Gender Equality in Academia and 

Research - GEAR1 tool, which is driven by the European Institute for Gender Equality (EIGE, 

2016) – and other EU projects with a gender/diversity focus, the tools and guidelines offered 

in this deliverable are applicable throughout all stages of institutional change, from the set-

up stage of a Gender Equality Plan through to the stages of implementation. 

To shape the methodology, previous TARGETED-MPI deliverables are drawn on - the State of 

Art and State of Practice (D2.1) (Apospori et al, 2021), the Evaluation Plan (D5.1) (Ozbilgin and 

Gundogdu, 2020), the Green Paper (D3.1) (Leitch et al, 2021) and the Ex-ante Evaluation (D5.2) 

(Ozbilgin and Gundogdu, 2021). Informed by these deliverables, a step approach is taken to 

the development of the GEPs.  

Change - Given Higher Education (HE) institutions are perceived to be locked into traditions 

and their own culture, if they are to change then the culture of these institutions needs to 

change - a key message coming through from the early phases of the TARGETED-MPI project 

along with the importance of culture per se. Thus, identify understanding the culture as a 

critical step in the planning process. 

Culture - TARGETED-MPI purposefully refers to culture in its design by offering a gendered 

adoption of the Cultural web framework (Johnson and Scholes, 1988) to support the 

development of gender equality in B&M Schools, an area of HE where it is acknowledged that 

more work needs to be done2. To support the culture work, guidelines and templates for using 

the Cultural Web as a data collection tool are provided. The Cultural Web (Johnson and 

Scholes, 1988) offers an analytic tool and framework to gain access to the specific and diverse 

socio-cultural practices of institutions. We expect that in applying an adapted gender-aware 

Cultural Web, institutions will work to build a cultural portrait for their institution and use it 

as a mechanism to support the bringing about of cultural change. 

                                                           
1 https://eige.europa.eu/gender-mainstreaming/toolkits/gear 
2 European Commission/Research Executive Agency (2020). Grant Agreement Number 872260 – 
TARGETED-MPI. 

https://eige.europa.eu/gender-mainstreaming/toolkits/gear
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Working for change - Subsequently, we identify working to change the culture of an institution 

as an important part of a GEP. The process leading to the development of the TARGETED-MPI 

GEPs is described. The description of this process involves the identification of the steps that 

should be followed for the actions and development of the GEPs, the description of the 

content of the steps, the interrelationship between the various steps and the guidelines, and 

templates needed to develop the GEPs.  

How feasible is change - In moving GEPs forward, institutions need to work through how 

feasible change is within their specific setting. The Feasibility plan offers guidelines and a 

template for assessing the feasibility of the points brought through the Cultural Web and to 

be delivered through the action plan. What this Feasibility plan does is encourage those 

engaged in taking the GEPs forward to appreciate and understand how feasible it is to deal 

with and tackle the points raised through the Cultural Web work and to be delivered through 

the action plan for the design of a GEP in their specific institution. 

Through an action research informed methodology, institutions are invited to engage in two 

forms of new data collection: focus groups and interviews. These data collection mechanisms 

should offer a range of perspectives. Transcribed data will provide the basis for rigorous thick 

description grounded in contextualised scripts conceptually embedded in analytical frames 

(Pratt, 2009; Leitch and Hill, 2015). It is recommended that data is inductively analysed (Corley 

and Gioia, 2004; Gehman et al., 2018). In following this process, institutions should arrive at 

an in-depth understanding that works to reflect the bespoke nature of gender equality 

planning. 
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1 Introduction 
Gender equality planning is critical for all institutions. As part of this agenda, the EU is 

increasingly encouraging institutions to take control of their gender equality planning and lead 

by example. Indeed, from 2022, public bodies, research organisations or higher education 

establishments from Member States and Associated Countries interested to participate in the 

projects funded through the EU Research and Innovation Programme Horizon Europe, will be 

obliged to have institutional Gender Equality Plans that cover minimum process-related 

requirements.  

The EU suggests that institutions follow the Gender Equality in Academia and Research – 

GEAR3 tool in laying out the groundwork for the development of their GEPs. Driven by the 

European Institute for Gender Equality (EIGE), the GEAR tool provides universities and 

research organisations with practical advice and tools through all stages of institutional 

change, from setting up a gender equality plan to evaluating its real impact. However, what 

TARGETED-MPI does is add to GEAR and other toolboxes (see Appendix A) by offering an 

approach that recognises the bespoke nature of GE planning but also places this agenda more 

firmly in the B&M School space.   

 

1.1 Aim 
The aim of this document is to offer the tools and guidelines designed to support the B&M 

Schools of the partner institutions (AUEB-RC, AUB, SSE, ULANC and VUB) in their gender 

equality planning. This will support participating partners with their Tasks 3.3a-3.7a. Within 

this document, practical hints and tips are offered alongside useful resources (Appendix A) for 

institutions to draw on as they move forward with the preparation of their plans. The 

combined resources provided will help each partner institution embrace the bespoke nature 

of this work in designing their customised GEP. Our intention is that these tools and guidelines 

will work to support other B&M Schools in the future implement a GEP and promote gender 

equality.4  

 

1.2 Objectives 
This stage of the project is grounded in the State of the Art (SoA) and State of Practice (SoP) 

(D2.1) (Apospori et al, 2021), the Evaluation Plan (D5.1) (Ozbilgin and Gundogdu, 2020), the 

Green Paper (D3.1) (Leitch et al, 2021) and the Ex-Ante Evaluation (D5.2) (Ozbilgin and 

Gundogdu, 2021).  

The work done so far in TARGETED-MPI shows that B&M Schools are at different levels of 

maturity both in terms of their national context and within their respective institutions. This 

shows that one size does not fit all and that the bespoke nature of gender equality planning 

                                                           
3 https://eige.europa.eu/publications/gender-equality-academia-and-research-gear-tool  
4https://genera-
project.com/portia_web/D4.2_Roadmap_for_the_implementation_of_customized_Gender_Equality_
Plans_rev1.pdf  

https://eige.europa.eu/publications/gender-equality-academia-and-research-gear-tool
https://genera-project.com/portia_web/D4.2_Roadmap_for_the_implementation_of_customized_Gender_Equality_Plans_rev1.pdf
https://genera-project.com/portia_web/D4.2_Roadmap_for_the_implementation_of_customized_Gender_Equality_Plans_rev1.pdf
https://genera-project.com/portia_web/D4.2_Roadmap_for_the_implementation_of_customized_Gender_Equality_Plans_rev1.pdf
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has to be recognised. This is because each institution will have a different starting point and 

work within different institutional settings. What unites this project is the common 

methodology used to approach GEP across partner institutions (AUEB-RC, AUB, SSE, ULANC, 

VUB), the shared concept of establishing and monitoring a GEP, but also the need for action 

and sustainable change.  

TARGETED-MPI adopts feminist theory through the development of a gender-aware Cultural 

Web (see D2.1, Apospori et al., 2021: Figure 1-2) that illuminates the “doing of gender”. This 

innovative extension of the Cultural Web to gain insight into culturally specific barriers to GE 

in B&M Schools, offers a social innovation practice that institutions can continually reflect on 

and use for guidance as they move forward; hence ensuring longevity and sustainability of 

their gender equality planning as the acceptable and integrated norm in terms of practice.  

For the task at hand, the combined conceptual frameworks and action methodology will 

address the complexity of GEP actions and stimulate new knowledge and understanding 

rooted in realistic, deliverable and achievable actions. As such the output will be scientific, 

practical and bespoke to each institution. Rather than work with the flat statistics of 

quantitative work, these guidelines and templates offer the opportunity to engage in action 

research using qualitative techniques to develop a cultural portrait of each partner institution 

and a much more holistic, grounded and bespoke understanding of what a GEP means for the 

individual institution. 

  

1.3 Background 
TARGETED-MPI purposefully aims to bring about institutional changes in B&M Schools and 

drive more inclusive, sustainable and transparent academic cultures through the 

development and effective implementation of Gender Equality Plans. TARGETED-MPI’s 

network of partner institutions provides a forum for an exchange in views and knowledge on 

the specific context of B&M Schools. In this vein, TARGETED-MPI encourages institutions to: 

(i) acquire a rigorous understanding of gender imbalances and biases within B&M Schools; (ii) 

develop, implement, monitor, and evaluate GEPs in part B&M Schools to alleviate gender 

biases and imbalances and to ensure these organisations are fit for purpose, forward-thinking 

and offer new perspectives; (iii) identify ways in which GEPs can be integrated into wider 

institutional practices, policies, and procedures to ensure the sustainability of GEPs. 

TARGETED-MPI believes that this can lead to three major impacts of GEP development and 

implementation: (i) increase in the participation of women in research and innovation and 

improvement of their career prospects, initially in B&M Schools and subsequently the wider 

Higher Education (HE) sector; (ii) as a consequence, improvement of gender balance in 

decision-making processes and bodies of research organisations; (iii) inclusion, where 

relevant, of the gender dimension in research and innovation.  

But why B&M Schools? In B&M Schools, different intellectual traditions and scientific 

approaches come together. This diversity of backgrounds makes the discussion on gender 

equality, and the implementation of gender equality, complex and challenging. Furthermore, 

with the focus on STEM, much of the gender discussion has been built around science, 
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technology, engineering and mathematic faculty. These discussions have left B&M Schools 

behind when it comes to GEPs, and yet elements of these subjects are taught in these Schools. 

It is also from the B&M Schools where future leaders of industry, managers, entrepreneurs 

and politicians more often than not emerge. 

According to the EIGE (2021)5, promoting gender equality in research organisations and higher 

education settings brings positive impact in terms of:  

1. compliance with domestic and EU regulations;  

2. well-being at work;  

3. social dialogue and cooperation among stakeholders;  

4. internal decision-making and career management procedures;  

5. inclusiveness and the sense of community; 

6. the quality of research (and teaching);  

7. the overall profile of the organisation in a competitive environment. 

 

1.4 What Is Gender Equality Planning? 
Gender equality (GE) is fair treatment, equality of opportunity, equal access to resources, and 

equal rights and protection regardless of one’s gender, which should not be limited by 

stereotypes, gender roles or prejudices (Van den Brink, Benschop, and Jansen, 2010). The 

EIGE’s GEAR Tool (2016, p13) clearly states, “if women and ethnic minorities cannot be 

recruited, talent is lost and research quality is affected. This in turn weakens the competitive 

advantage of academic institutions as they work to develop their academic areas”. Therefore, 

it is imperative that HE settings work to get gender equality in place and lead by example. 

GEP comprises several relevant approaches to removing barriers that hinder recruitment, 

retention and career advancement, particularly of women researchers, as well as encouraging 

the gender dimension in research, and promoting general awareness of gender bias in the 

assessment of scientific merit. The measures composing the contents of a GEP, i.e. 

quantitative and qualitative analyses for gender equality, draw on the most advanced 

scientific findings and highlight the need for action by the institutions towards the 

improvement of their status quo. Customised measures can assist efforts towards tackling 

sources of gender inequality in organisational practices and procedures and embedding 

gender equality as a quality standard of organisational performance. To manage sustainability 

of change, a compulsory statement of the management and leadership specific targets will 

need to be established and sought.6  

 

                                                           
5 https://eige.europa.eu/de/node/12282?lang=ga  
6https://genera-
project.com/portia_web/D4.2_Roadmap_for_the_implementation_of_customized_Gender_Equality_
Plans_rev1.pdf  

https://eige.europa.eu/de/node/12282?lang=ga
https://genera-project.com/portia_web/D4.2_Roadmap_for_the_implementation_of_customized_Gender_Equality_Plans_rev1.pdf
https://genera-project.com/portia_web/D4.2_Roadmap_for_the_implementation_of_customized_Gender_Equality_Plans_rev1.pdf
https://genera-project.com/portia_web/D4.2_Roadmap_for_the_implementation_of_customized_Gender_Equality_Plans_rev1.pdf
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1.5 Who Is Involved 
This document is designed to support those engaged with the building of GEPs in the partner 

institutions - AUEB-RC, AUB, SSE, ULANC and VUB. It is targeted at the researchers and 

practitioners in these institutions who will be gathering and working with the data to build the 

GEP. Although primarily listed for the TARGETED-MPI partners, this document and all the 

supporting documents can be used by all Schools/institutions who want to develop their GEPs.   

 

1.6 What Is Involved in the Rest of Paper 
In the remainder of this document, we begin by offering the methodology for the deliverable. 

An overview of where we are at is then provided to show how the deliverables that feed into 

this part of the project might be used. Thereafter, we provide details concerning steps and 

basic requirements. We then offer the methodology and guidance for the data collection 

element of the task. This is followed by our concluding comments.  
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2 Methodology of the Deliverable 
The objective of this section is to present the methodology for the development of D3.2 “Tools 

and Guidelines for Developing GEPs”. Deliverable 3.2 constitutes the output of Task 3.2 “Tools 

and Guidelines for Developing GEPs.” The objective of the deliverable is to describe the 

development process and content of the GEPs and to provide the templates and guidelines 

for the development of the GEPs by the project partners. These include templates for 

describing the GEP development process, templates for the feasibility check, the guidelines 

for the implementation of the Cultural Web and the templates for the Cultural Web data 

collection activities (focus groups, interviews). 

The methodology for the development of D3.2 is presented in Figure 2-1 and described below. 

 

 
Figure 2-1: Methodology for the development of Deliverable 3.2 

 

This deliverable receives input from the following three project outputs: 

- Deliverable 2.1 “Synthesis of GE SoA and SoP” (Apospori et al, 2021). The results of 

the State-of-the-Art (SoA) review in D2.1 (Apospori et al, 2021) provide the theoretical 

and methodological underpinnings for the development of the GEPs, while the review 

of the State-of-Practice (SoP) in D2.1 (Apospori et al, 2021), (key national Gender 

Equality (GE) legislation/policies, GE policies and regulations in the partner 

institutions and in major Research Funding Organisations (RFOs)) shed light on the 

national and institutional contextual factors that affect the development of the GEPs. 

- Deliverable 3.1 “Green Paper: GE issues in European B&M Schools” (Leitch et al, 

2021). D3.1 (Leitch et al, 2021) summarises the findings of the 1st TARGETED-MPI 

Stakeholder Workshop (16-17/02/2021) in which the findings of the SoA and SoP 
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review were discussed with stakeholders and provides additional essential input for 

the production of the tools and guidelines for the development of the GEPs and the 

actual development of the GEPs. 

- Deliverable 5.2 “Ex-Ante Evaluation” (Ozbilgin and Gundogdu, 2021). D5.2 (Ozbilgin 

and Gundogdu, 2021) reports the results of the ex-ante evaluation of the current state 

of GE in the partner institutions; this serves as input for the identification of GE 

issues/areas of intervention for the GEPs under development. 

The above three project deliverables constitute input for the data collection and analysis 

related to the GEP development context (national and institutional GE context) as well as the 

implementation of the Cultural Web methodology. The analysis of the national and 

institutional GE context along with the findings of the Cultural Web lead to the identification 

of the GE issues/areas of intervention to be included in the GEP of each institution and 

subsequently to the development of the GEP. The GEP is characterised by its substantive 

content, which refers to the identification and description of potential GE actions for 

addressing the GE issues identified by each institution, the identification of factors that can 

affect the feasibility of implementation of the identified actions, and the feasibility check and 

identification of the actions that will be included in the GEP along with the time plan for the 

implementation of the GEPs. For the data collection and development of the GEPs, a set of 

TARGETED-MPI templates are used (SoA template, SoP template, ex-ante evaluation 

template, Cultural Web templates, feasibility check template). 
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3 Where Are We At 
 

3.1 How to Use the State-of-Art and State-of-Practice (D2.1) 
The State-of-Art and State-of-Practice deliverable offers templates and the methodology for 

reviewing the SoA and the SoP. The SoA focuses on offering a review of the literature around 

gender and leadership, gender and organisation, and equality and diversity. In preparing this 

document, a review of reports, surveys and data gathered by public bodies and research 

institutions was carried out. The SoP offers a review of GEPs for research-performing 

organisations developed within the projects funded by the EU Research and Innovation 

Programme, Horizon 2020. It also considered the European and national studies related to GE 

issues as well as relevant European and national legislations and contextual factors influencing 

GE in the participating organisations. For the SoP to be completed, all partner institutions 

completed templates for the SoP for their countries and their institutions. 

A critical point for developing GEPs is generating knowledge that can support partner 

institutions in dealing with existing gender equality barriers. Within the SoA review, enablers 

are identified offering input for the development of the TARGETED-MPI GEPs. In terms of what 

these represent, D2.1 (Apospori et al, 2021) highlights that GEPs should include policies 

supporting work-life balance, as well as interventions that will enable the full potential of 

female academics to be recognised. D2.1 (Apospori et al, 2021) offers some useful examples 

of what these interventions may include, such as the provision of adequate resources and 

management commitment to support talent and promote female leadership, introduction of 

female mentoring programmes, and provision of support for networking activities. D2.1 

(Apospori et al, 2021) also highlights that any specific interventions included in GEPs should 

be geared toward addressing the barriers faced by female academics. D2.1 (Apospori et al, 

2021) also highlights that they should target cultural and structural obstacles, be both bottom-

up and top-down in their approach, and work to recognise the relevance of localised alliance 

within a sector. D2.1 (Apospori et al, 2021) also highlights that any interventions should be 

designed to ensure all employees help to avoid “fix the woman” trap and encourage 

accountability across the organisation. 

In D2.1 (Apospori et al, 2021) both the SoA and SoP reviews shed light on the complex multi-

layered interactions of cultural, political, and legal factors that exist and how they might 

determine the context within which gender equality takes place. The discussion within this 

document clearly makes the point that understanding the relationships and how they 

intertwine is critical when it comes to identifying potential barriers and enablers that arise 

from the national and organisational context, and their impact on the development of 

bespoke GEPs.  

These factors associated with context were classified by the SoA into three broad categories: 

i) factors setting the cultural context within which an academic organisation operates, ii) meso 

organisational factors that reflect the effects of the cultural context in the way that academic 

organisations are operated and managed (referred to here as organisational meso symptoms), 

and iii) factors that female academics personally feel are affecting their individual careers. The 
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authors combine three categories of factors and cluster them around three layers (see D2.1, 

Apospori et al, 2021, Figure 3-1). In this document, the authors show that the elements that 

make up each layer interact within their specific layer, but also that each layer influences the 

way that the rest of the layers behave. This figure offers a range of critical points, but what it 

also does is show that it is imperative that institutions carry out a thorough analysis of culture 

when it comes to GEPs and that they work to identify ways culture perpetuates equality 

because this is vital to enable change.  

D2.1 (Apospori et al, 2021) argues the case that the cultural context of society influences 

gender equality in academia. In addition, the barriers and enablers of gender equality in 

academia are multi-layered and embedded not just in an organisations’ culture and structures 

but also in its broader societal culture and structures. Furthermore, the point is also made 

that academic organisations reflect to a significant extent the culture and structures of the 

society within which they operate. The partner institutions that make up TARGETED-MPI come 

from diverse societal cultures. It is therefore anticipated that degrees of gendered culture and 

structures and the extent to which gender equality will be embraced will vary. 

The SoP reveals that all levels of legislation and the political priorities of governments have a 

very strong bearing on the manifestation of GE in academic organisations. Moreover, in 

certain contexts legislation may well supersede the culturally ingrained concepts of gender 

inequality embedded in a society and this in turn will impact on academic settings. D2.1 

(Apospori et al, 2021) poses that this might act as an enabler in overcoming cultural GE 

barriers. However, the point is also made that progressive gender equality legislation and 

political will may not be enough to overcome cultural barriers. 

The SoP review also identified gaps between gender equality planning and implementation. It 

should be noted that these gaps will differ among partner institutions but also be affected by 

the broader cultural-social-political-legal environment in which the partner institutions have 

emerged and have to operate. Such diversity offers TARGETED-MPI the opportunity to learn 

from others and the realities of the situations they are immersed in. 

What TARGETED-MPI offers institutions and their GEP is the opportunity to evaluate the 

impact of GE work, while appreciating the bespoke nature of GEP. As institutions move 

forward, we strongly advise them to reflect on D2.1 (Apospori et al, 2021) Figure 3-1 and the 

multi-layered gender inequality factors, as well as what this means in terms of their institution. 

We also advise partner institutions to reflect on the SoA as this document is critical in showing 

where scholarly work is in terms of gender equality and diversity. We also encourage partner 

institutions to reflect on the work offered in the SoP and to reflect on where they are in terms 

of context and legislations, but also how they compare to and differ from the other partner 

institutions. 
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3.2 How to Use the Evaluation Plan (D5.1) 
The Evaluation Plan (D5.1) (Ozbilgin and Gundogdu, 2020) summarised a range of dimensions 

in evaluation methodologies and identified three distinct aspects that should be considered 

in the future evaluation methodologies: 

a) Significance of values such as human rights and equality that inform the 

development of evaluation methodologies 

Espinosa (2013) argues that it is not only the dimensions of an evaluation methodology that 

is important but also the values such as human rights and equality that should underpin an 

evaluation methodology: How can we make evaluations more human rights and gender 

sensitive? How can we define human rights and gender-sensitive criteria, evaluation questions 

and indicators? What kinds of evaluative methodologies and techniques help to measure the 

results of gender mainstreaming strategy? Espinosa (2013) suggests that the evaluation team 

should engage with all stakeholders during the evaluation process, and team members should 

work to find ways to align evaluation methodologies with values of human rights and gender 

equality. 

b) Intersectionality as a dimension in development of future evaluation 

methodologies for GEPS 

GEP evaluation methodologies often pay little attention to the intersectional character of 

gender at work. When categories like age, ethnicity, sexual orientation, socio-economic class, 

disability, and other categories are excluded from gender analyses, certain gendered forms of 

oppression and disadvantage remain intact (Tatli and Ozbilgin 2012). Sang et al. (2013) identify 

that the evaluation of intersections of gender and ethnicity in higher education points to the 

vulnerable position of migrant women in academia. Therefore, we recommend that 

institutions consider intersectionality as a dimension in the development of future evaluation 

methodologies for GEPs. 

c) The context and Covid-19 pandemic 

There is a notable lack of evaluation methodologies that consider the impact of crisis on 

gender relations in times such as the current pandemic. Yet, recent work on the pandemic 

shows that it has varied gendered impacts (Alon et al. 2020). Evaluation methodologies for 

GEPs customised to capture the gender impacts of the Covid-19 crisis would be of value, 

especially those that include working from home, work-life balance, working with virtual 

teams, changes in pedagogy and teaching context, and the involvement of women in new 

forms of research, management, administration, teaching and supervision activities that 

emerged because of the pandemic. 

Two further dimensions that the Evaluation Plan focused on are: the significance of research 

partner contexts and the sustainability of Gender Equality: 

d) Research partner contexts 

AUEB-RC - the Evaluation Plan identified that for AUEB Gender equality is linked to the 

Sustainable Development Goal 5 (SDGs), and the university only has a social responsibility plan 
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in line with the SDGs. The university organised different types of activities, but they are limited 

and they need to be supported. Another critical issue that needs attention is that female 

academics are underrepresented at the professor level and in decision-making bodies of the 

university. Structural, and cultural changes as well as adequate resources are required to 

create a sustainable promotion in GE at the national and institutional level in Greece. Thus, 

the evaluation will mainly focus on central concerns of the GE activities and plans of AUEB, 

which relate to representation of women in senior academic posts, decision making 

mechanisms and institutional arrangements for gender equality. 

ULANC - the Evaluation Plan identified that, although the Equality, Diversity and Inclusion (EDI) 

Committee has promoted gender equality, the gender pay gap in the university reportedly 

remains over the sector average. The following categories are ULANC’s main concerns to 

design EDI policies for all staff: Parental Leave; Work/Life Management; LGBTQ+ and Trans 

Equity; Bullying, Harassment, and Sexual Misconduct Policy Parental Support; and Disability, 

mental health, accessibility, and wellbeing. In terms of the GEP evaluation at the ULANC, three 

central concerns are the gender pay gap, intersectional (such as disability, mental health, 

LGBTQ+, and trans equity) aspects of gender equality, and work-life balance issues. 

AUB - the Evaluation Plan identified that the university has some policies regarding gender 

equality, anti-harassment and discrimination. The Grievance Policy and Procedures, Non-

Discrimination and Anti-Discriminatory Harassment Policy and Sexual Harassment Policy are 

implemented under Title IX Office Initiatives. The GEP evaluation for the AUB will focus on the 

key concerns of antiharassment, especially sexual harassment, anti-discrimination and gender 

equality. 

SSE - the Evaluation Plan identified the following as the main concerns in terms of gender 

equality: Promoting fulltime employment; Violence Against Women (VAW) and its data 

collection; Gender mainstreaming in Research Institutions Competence development; Tools 

to combat domination techniques; and Commitment to gender mainstreaming. In terms of 

GEP evaluation, the central concerns of the SSE are gender issues in career management, glass 

ceiling, glass cliff and employability. 

VUB – the Evaluation Plan identified that the GEP evaluation for the VUB should focus on the 

representational, curriculum and intersectional aspects of gender, ethnicity and other 

categories of discrimination. 

e) Sustainability 

The GEP evaluation highlighted that the sustainability of gender equality is challenging and 

requires changes in organisations and society. Organisations often are impacted by their 

national context’s customs, traditions, regulatory and normative pressures for national setting 

and specific requirements and values of the organisation. Organisational level confirms that 

organisations need to develop GEP evaluation methodologies to fit with their specific 

requirements. 

This document fed into the design of the Ex-ante Evaluation (D5.2) (Ozbilgin and Gundogdu, 

2021). 



    

This project has received funding from the European Union’s Horizon 2020  19 
research and innovation programme under grant agreement No. 872260 

3.3 How to Use the Ex-Ante Evaluation (D5.2) 
The ex-ante evaluation provides an inventory for the current stage of GE in partner 

institutions. It is based on the responses to indicators that were developed and agreed 

through D5.1 “TARGETED-MPI Evaluation Plan” (Ozbilgin and Gundogdu, 2020) and targets 

provided by partner institutions. The evaluation captures both common patterns and local 

idiosyncrasies based on institutional and cultural differences. The ex-ante evaluation followed 

a systematic review of the literature covering social science research and relevant EU Horizon 

projects with gender equality evaluation methodologies. This review and engagement with 

partners generated 18 dimensions offering 77 indicators. Each partner institution was invited 

to complete the survey. 

D5.2 (Ozbilgin and Gundogdu, 2021) includes partner organisations’ responses to the ex-ante 

evaluation template, delivered as an online survey to all partner institutions. Responses have 

been shared across partner institutions and revisions made to the evaluation responses.  The 

survey questions (available in D5.2, Ozbilgin and Gundogdu, 2021) can be used by other 

institutions to perform their ex-ante evaluation on the topic.  

 

3.4 How to Use the Green Paper (D3.1) 
The first stakeholder workshop identified the different cultures of the partner institutions. It 

also showed that the internal culture was significantly affected by the external culture. Just 

two examples to use here are 1) Sweden and the UK have a more developed social security 

system and legal regulations on gender equality than other countries; 2) academic women in 

Southern European or Middle East countries face problems of significant difference to more 

Northern European countries. 

Following the synthesis of the SoA and SoP findings and the workshop discussions, the 

following set of recommendations were made for the development of the GEPs: 

- Make transparency, resilience and integration the key criteria for the development of 

GEPs. 

- Concentrate effort on investigating and overcoming existing gaps between policy and 

practice in developing the GEP. 

- Use different actions to promote GE at all levels of the organisation. 

- Engage and gain commitment of key decision-makers and decision-making bodies 

that set the B&M School’s strategy. 

- Consult with internal and external stakeholders and experts on gender issues and 

wider Equality, Diversity and Inclusivity issues to ensure a clear understanding of the 

B&M School’s particular context and culture.  

- Ensure that an upward development strategy is in mind when planning the GEP and 

look for quick wins to get things going. 

- Key decision-makers and relevant committees should lobby external organisations, 

including research funding organisations, as well as accreditation and university 

ranking bodies, to include GE in their assessment criteria, which ensures external 

accountability. 
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- During the planning phase, bear in mind long-term sustainability. 

- Ensure that good communication strategies are developed and in place. 

- In planning the GEP, bear in mind the need for equal representation of women and 

men. 

- To ensure bespoke GE planning at different levels, draw on those in positions of 

strategic decision-making and/or sitting on relevant committees and work with 

individuals across the organisation to incorporate different perspectives and differing 

circumstances. 

- Include simple measurable targets in GEPs and set them up to demonstrate results 

that advance the successful planning of GE. 

- In GEP monitoring include regular evaluation of needs to ensure continued relevance. 

- Include internal and external accountability reporting mechanisms in GEPs. 

- Consideration should be given to how people in different academic roles and at 

different career stages are experiencing GE; this would help to establish what 

initiatives would be most helpful for them. 

- In the planning of GEPs, consider how all individuals can become involved in the GE 

agenda including opportunities to share experiences and demonstrate commitment. 

These factors should be borne in mind by partner institutions when designing data collection 

and planning the actions and their feasibility for their GEP. 
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4 Development of First Stage GEPs 
 

4.1 Introduction  
According to the EC, the scope of a GEP will vary depending on the institution. It nevertheless 

accepts that any GEP goes through the following distinct phases: (1) An analysis phase, in 

which sex-disaggregated data is collected; procedures, processes and practices are assessed 

with a critical eye to recognise gender inequalities and bias; (2) A planning phase, in which 

objectives are set, targets are defined, actions and measures to mitigate/solve the recognised 

issues are agreed upon, resources and responsibilities are attributed and timelines are 

decided; (3) An implementation phase, in which activities are implemented and outreach 

efforts are undertaken to gradually extend the network of stakeholders; (4) A monitoring 

phase, in which the procedures and the progress are regularly followed through and assessed. 

Findings from the monitoring exercise(s) allow to adjust and to improve interventions so that 

their outcomes can be optimised.7 

Having presented the background to the project and the purpose of what we are looking to 

do here, we now proceed to examine the development of the first stage GEPs. We start by 

describing the key steps required. We subsequently proceed to present some essential 

requirements at the institutional level. We highlight the need to ensure that all stakeholders 

- both internal and external - are on board. Then, we move into providing the tools and 

guidelines for the development of the GEPs. 

 

4.2 Steps for the Development of a GEP 
The objective of this section is to describe the process leading to the development of the 

TARGETED-MPI GEPs. The description of this process involves the identification of the steps 

that should be followed for the development of the GEPs, the description of the content of 

the steps, the interrelationship between the various steps and the guidelines and templates 

needed to develop the GEPs. Among the main findings of the GE State-of-the-Art and State-

of-Practice review (D2.1) (Apospori et al, 2021) are the importance of the national cultural, 

political and legal context in shaping the TARGETED-MPI GEPs and the need for bespoke GE 

planning and implementation, which considers the national and institutional context within 

which the various institutions operate. Furthermore, the development of the GEPs should 

consider the current level of maturity of GE planning, implementation and monitoring of each 

institution, along with the gendered culture, and structures and resistance to gender equality 

initiatives. The importance of these issues for the development of GEPs is also highlighted in 

the project’s Green Paper on GE Issues in B&M Schools (D3.1) (Leitch et al, 2021). The 

development of customised and context-aware GEPs, that take into account the different 

levels of GE maturity of partners, requires a process that comprises a series of steps, starting 

from the mapping/research on the context of GE in the institution, the analysis of GE in the 

institution, the identification of the GE issues to be addressed by the GEP, and the 

                                                           
7 https://eige.europa.eu/gender-mainstreaming/toolkits/gear/what-gender-equality-plan-gep  

https://eige.europa.eu/gender-mainstreaming/toolkits/gear/what-gender-equality-plan-gep
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development of the GEP. This step-wise approach for GEP development is in line with the 

iterative GEP development approach included in the TARGETED-MPI Part B (European 

Commission/Research Executive Agency, 2020). 

Among the findings of the State-of-the-Art and State-of-Practice review (D2.1) (Apospori et al, 

2021) and the Green Paper on Gender Equality in B&M Schools (D3.1) (Leitch et al, 2021) are 

the importance of gender awareness raising and stakeholder engagement in order to address 

gender inequality at cultural, organisational, structural and individual level. These are 

horizontal issues for the development of the GEPs and are discussed in Section 4.3 of this 

report. 

The GEP development framework is illustrated in Figure 4-1. It contains three elements of 

information: the steps of the GEP development process, the tasks that should be implemented 

in each step (content of each step) and the tools/templates needed to address the issues 

associated with each step. 

 

 

Figure 4-1: GEP development framework 

 

The GEP development process receives input from three project deliverables: D2.1 “Synthesis 

of GE SoA and SoP” (Apospori et al, 2021), D3.1 “Green Paper: GE issues in B&M Schools” 

(Leitch et al, 2021) and D5.2 “Ex ante evaluation” (Ozbilgin and Gundogdu, 2021). This work 

shows the importance of GE context at national and institutional level, of understanding the 

organisational culture of the institutions and of the level of GE maturity in the development 

of GEPs. Based on these findings, the first step of the GEP development process is the mapping 

(data collection) of the national, institutional GE context and the cultural factors affecting GE 
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in the institution (Step 1), followed by the analysis of the data collected (Step 2), the 

production of the results of the analysis and identification of the GE issues/areas of 

intervention that merit attention in the institution (Step 3) and finally the development of the 

GEP in terms of specific and feasible actions that address the identified GE issues (Step 4). 

In Steps 1, 2 and 4, specific tools should be (or have already been) used for the GEP 

development activities. They are illustrated as a superscript number in the boxes depicting 

the activities for which they are applicable. The correspondence between the superscript 

number and the template is provided in the right-hand side of Figure 4-1. 

In the following subsections, the steps comprising the GEP development process are described 

in greater detail. 

 

4.2.1 Step 1: Mapping/Researching the Context 
The first step in the development of a GEP is the mapping of the contextual factors influencing 

GE planning in the institution. The importance of context, whether that be 

national/institutional, cultural, political or legal, in the planning an implementation of GEPs, is 

a main finding of the SoA and SoP (Apospori et al, 2021). This step aims to collect and present 

information about the context of GE in the country of the partner institution and on the 

institutional GE context to support the identification of GE issues/areas of intervention. 

Activities in this step include reviews of national GE legislation and policies, mapping of 

institutional GE measures and policies, collection of gender-disaggregated data and collection 

of data on cultural elements affecting GE in the institution. These activities are described in 

greater detail below: 

 

1. Reviewing national GE legislation and policies 

A starting point for the development of the TARGETED-MPI GEPs is the understanding of the 

national GE context within which the partner institutions operate. 

The TARGETED-MPI State-of-the-Art review identified and classified the factors affecting or 

manifesting GE (and the lack of it) in academic organisations into three interdependent 

categories: 

- Factors at macro-level defining the broader cultural context that an organisation is 

embedded, 

- Factors at meso-level that are reflected as gender organisation symptoms/artefacts 

and generate structural gender inequality conditions in an organisation, and 

- Factors at micro-level that constitute structural gender inequality effects felt at 

personal level by female academics. 

These three categories of factors are clustered into three layers (see Figure 4-2). The 

constituent elements of each layer are interacting within their layer and each layer influences 

the way that the rest of the layers behave. 
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Figure 4-2: Multi-Layered Gender Inequality Factors (from D2.1, Apospori et al, 2021) 

Based on the multi-layered gender inequality factor framework (Apospori et al, 2021), the 

national GE context forms part of the broader cultural context of GE. The cultural context in 

which the institution operates (macro level) affects the way that the universities are operated 

and managed (meso-level) which in turn determine the factors personally felt affecting 

individual careers (micro-level). The structure of the multi-layered GE factor framework is 

reflected in this step: national context (part of the macro level) → institutional context and 

gender-disaggregated data for understanding the current state of GE in the institution (meso 

level) → Cultural Web to uncover deeper, implicit issues of how the structures, processes, 

practices and systems in an institution affect the personal choices of female academics (micro 

level). 

This activity aims to highlight the key GE legislation and policies at the country level of each 

partner, including those that affect partner institutions, that will be used as input for the 

subsequent analysis and identification of GE issues/areas of intervention. For this activity, a 

relevant data collection template (“Contextual factors influencing GE in the partner 

organisations”) was developed within the framework of WP2 “Review of the State of 

Knowledge and Practice” as part of the State-of-Practice review. While the collection of data 

on the national GE context has been performed by partners in WP2 and reported in D2.1 

“Synthesis of GE SoA and SoP” (Apospori et al, 2021), partners may wish to further enhance 

the description of the national GE context. In developing their GEPs, partners should use the 

information included in their SoP reports as needed. 
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2. Mapping the current state of GE policies/regulations 

According to the TARGETED-MPI multi-layered GE conceptual framework (Apospori et al, 

2021), the cultural context (macro-level) affects the way that academic organisations are 

operated and managed. This is reflected in the institutional GE context (current GE 

policies/regulations, current status of GE, steps taken towards GE planning). A detailed 

mapping of their respective institutional GE contexts was performed by project partners in 

the State-of-Practice review (Task 2.3) and the Ex-ante evaluation (Task 5.2); the outcomes 

are presented in D2.1 “Synthesis of GE SoA and SoP” (Apospori et al, 2021) and D5.2 “Ex ante 

evaluation” (Ozbilgin and Gundogdu, 2021). 

While partners have performed the mapping of the institutional GE context, the institutional 

GE context may potentially be enhanced with additional information collected during the GEP 

development process. In developing their GEPs, partners should use the information included 

in their SoP reports and the complete ex-ante evaluation questionnaires as needed. This 

activity aligns with the suggestion of the GEAR tool (EIGE, 2016) that the extant measures for 

promoting GE in the institution must be inventoried and mapped. 

The collection of data for this activity involves two tools: 

- The data collection template “Contextual factors influencing GE in the partner 

organisations” (referred to in the previous section) which can be found in Appendix B 

of D2.1 (Apospori et al, 2021). 

- The ex-ante evaluation questionnaire that aimed to capture a screenshot of the 

current status of GE in the partner institutions (developed in WP5). 

 

3. Collecting gender-disaggregated data 

As part of the mapping of the institutional context of GE (meso-level in the multi-layered GE 

framework) (Apospori et al, 2021), the collection of gender-disaggregated data can provide 

crucial information on the existence of gender inequalities in the institution in relation to the 

appearance of organisational meso-symptoms such as e.g. gendered leadership and decision-

making, void work-life policies and implementation, and gendered evaluation processes 

(Apospori et al, 2021). 

Gender-disaggregated data that can be collected include (but are not limited to) (EIGE, 2016): 

- Numbers of academic faculty by gender at all levels 

- Numbers of administrative staff by gender at all levels 

- Average numbers of years needed for women and men to make career advancements 

- Number of women and men in administrative decision-making positions 

- Number of female and male students at all levels and for all disciplines 

The ex-ante evaluation of the current state of GE in the partner institutions (Ozbilgin and 

Gundogdu, 2021) has included several gender-disaggregated indicators, such as proportion of 

women among permanent and temporary academic staff, Glass Ceiling Index (GCI), 
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proportion of women in governing bodies/leadership roles/university committees, number 

and proportion of female lead research projects/grants etc. The interaction and cooperation 

of project partners with stakeholders on the collection of data for the ex-ante evaluation is an 

example of the participatory action-based research approach of TARGETED-MPI. The results 

of the ex-ante evaluation of each institution are reported in D5.2 “Ex ante evaluation” 

(Ozbilgin and Gundogdu, 2021). 

While the partners have performed the ex-ante evaluation of the current state of GE in their 

institutions, the objective of this activity is to present the collected gender-disaggregated 

data, which can be enriched with additional data that may be available to partners. In 

developing their GEPs, partners should use data that they have collected for the ex-ante 

evaluation as well as any additional data that they may find. 

 

4. Collection of data on cultural issues affecting GE in the partner institutions 

The review of the national and institutional GE context and the collection of gender-

disaggregated data can provide a first insight into the GE issues/areas of intervention that 

merit attention in each institution. However, more detailed insight into the deeper implicit 

issues of gender inequality and how these personally affect the career choices and prospects 

of female academics (micro-level of the multi-layered GE framework) is needed. The collection 

of data related to the elements of the institutional culture that can foster gender inequality in 

the institution can provide deeper insight on how gender inequality is embedded in the 

institution’s processes, structures and systems. This is done in TARGETED-MPI through the 

adapted gender-aware Cultural Web framework. The Cultural Web is a manifestation of the 

project’s participatory action-based research, focusing on the active involvement of the 

institution’s internal stakeholders in the data collection activities that include: 

- Focus groups with internal stakeholders, aiming to elicit their professional opinions 

on the different elements of the institution’s culture. They constitute the primary data 

collection activities of the Cultural Web. 

- Interviews with individual representatives of stakeholders, aiming to gain individual 

views on GE from people across a range of professional roles and follow up in more 

detail on particular issues identified in the focus groups (e.g. gain more in-depth 

understanding on an issue that was raised). 

For the implementation of the Cultural Web framework, implementation guidelines and data 

collection templates have been developed for both the focus group and the interviews. These 

guidelines and templates are presented in Appendices B, C and D and referred to in Sections 

4.4.2, 4.4.3, 4.4.4 and 4.4.5 of this report respectively. 

 

Outputs of this step 

The outputs of this step are the following: 
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- Data and information describing the: 

o National GE policy and legislative context. 

o Extant policies and measures of the institution in promoting GE. 

o Gender-disaggregated data for the institution. 

o Cultural elements affecting GE in the institution. 

These outputs constitute the input for the analysis of the context that is performed in the 

following step. 

 

4.2.2 Step 2: Analysing the Context 
The data that have been collected in the previous step are analysed in this step using the 

appropriate quantitative and/or qualitative methods, as selected by each partner. 

The data analysis is expected to lead to the production of results and findings that will support 

the identification of GE issues/areas of intervention that merit attention by each institution. 

 

Outputs of this step 

The outputs of this step are the following: 

- Analysis of the data collected in Step 1: 

o Analysis of information on national and institutional GE context. 

o Analysis of gender-disaggregated indicators for the institution 

o Analysis of Cultural Web data (focus groups and individual interviews) 

 

4.2.3 Step 3: Identification of GE Issues 
Following the analysis of the GE data in Step 2, Step 3 focuses on the identification of the GE 

issues/areas of intervention that merit attention for the institution. 

The findings and discussion of the analysis of the Cultural Web data will help the GEP 

development team from each institution identify the macro-level GE issues related to the 

cultural context of the institution. In addition, the findings and discussion of the analysis of 

the institutional GE context data and of the gender-disaggregated data will help the GEP 

development team identify GE issues at meso- and micro-level.  

The findings of D3.1 “Green Paper: GE Issues in B&M Schools” (Leitch et al, 2021) may also 

support partners in the identification of GE issues/areas of intervention; the discussions 

among the project partners and the external stakeholders who participated in the 1st 

Stakeholder Workshop identified several recurring GE issues. 

 

Outputs of this step 

The outputs of this step are the following: 
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- Identification of the GE issues/areas of intervention that merit attention by the 

institution. 

 

4.2.4 Step 4: Developing the GEP 
The GE issues/areas of intervention identified in the previous step constitute the foundation 

of the development of the GEP. They are the outcome of the work performed in the previous 

steps of the GEP development process; this shows the holistic character of the GEPs, which 

take into account both structural and cultural issues that account for the existence of gender 

inequality, while simultaneously adopting a contextual view of gender inequality in the 

institution. The holistic and integrated character of the GEPs is identified in the description of 

the TARGETED-MPI concept depicted in Part B of the project (European Commission/Research 

Executive Agency, 2020) and is in line with the suggestions of the GEAR tool (EIGE, 2016). 

In order to address the identified GE issues/areas of intervention, partners need to identify 

specific, concrete actions that they will include in their GEP. Partners may initially come up 

with numerous alternative actions worthy of consideration for inclusion in the GEP. At this 

point, partners should perform a feasibility check of the candidate GEP actions in order to 

select those that are the most feasible to implement within the framework of a GEP. The 

feasibility check should provide a justification of the selection of the GEP actions, identify 

reasons that make an action for a specific issue not feasible, and an assessment of the 

potential future feasibility of an action and the steps that can be taken to make the action 

feasible in the future. 

The integrated character of the GEP signifies that the areas of intervention and the associated 

actions are interdependent; this means that one action may address one or more GE issues 

and the interdependence between the actions and issues should be reported. 

The feasibility check of the candidate GEP actions and the actions that are actually included in 

the GEPs is performed using the feasibility check template that is presented in Section 4.4.5 

and Appendix D of the present report. 

Following the feasibility check, the planning of each GEP action should be described in terms 

of time plan, division of responsibilities, resources and monitoring indicators. 

The following basic elements should be considered when setting up a GEP. Detailed 

description on the elements of the GEP are included in the GEP development template and 

guidelines. 

1. Introduction/Objectives of the GEP 

2. GE issues/areas of intervention addressed by the GEP 

3. Actions per GE issue/area of intervention 

3.1. Description of action 

3.2. Feasibility check of the action 

3.3. Time plan for the implementation of the action: A concrete time plan for the 

implementation of the action must be developed and reported. 
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3.4. Division of responsibilities for the action: The division of responsibilities for the 

implementation of the GEP and its actions must be clearly described. The GEP 

should clearly indicate ‘who is responsible for what and when’. 

3.5. Resources required for the implementation of the action: The resources required 

for implementation of the actions should be identified, in terms of the category 

in which they belong (e.g. human, financial, technological etc.) and in terms of 

specific resources. 

3.6. Monitoring indicators and targets: they should be SMART: specific, measurable, 

attainable, realistic and time-related. 

4. Timeframe for the implementation of the GEP 

Output of this step 

The output of this step is the first draft (interim) GEP of each institution. 

 

4.3 Basic Requirements 
 

4.3.1 Raising Awareness Across the Institution 
For gender equality planning to work, partner institutions need to raise awareness across their 

institutions. Raising awareness can be done in different ways. Being able to raise awareness 

might be difficult and can depend on the culture, institutional policies and procedures, and 

also the size of the B&M School. What to bear in mind is that partners involved in this project 

should look to engage individuals in a shared learning process, and one where individuals have 

the opportunity to learn from each other in the context of work. Simple raising awareness 

activities will even be effective and encourage individuals to reflect on their actions and the 

processes they engage in both within the institution and with their colleagues (Cope 2005; 

Hamilton 2011; Konopaski, Jack, and Hamilton 2015).  

According to EIGE (2016)8, raising awareness requires some effort but it also needs to be 

thought through within the structures of the institution. Given the nature of this subject, any 

awareness raising efforts need to be handled with sensitivity, as is also the case with issues 

related to gender (in-)equality. However, simultaneously what needs to be done is the 

development of knowledge and skills so you can engage others within the institution to be 

better positioned to engage with gender equality issues. EIGE (2016) also implies that any 

efforts to raise awareness are likely to overlap. 

In EIGE’s (2016)9 view, learning starts with awareness, but is a continuous process and can 

take many forms such as campaigns, short introductory sessions for specific target groups, 

seminars, training, lectures and dedicated courses or summer schools. It might be the case 

that word of mouth also works especially well and that those engaged with the project can 

                                                           
8 https://eige.europa.eu/gender-mainstreaming/toolkits/gear/action-toolbox 
9 https://eige.europa.eu/gender-mainstreaming/toolkits/gear/action-toolbox 

https://eige.europa.eu/gender-mainstreaming/toolkits/gear/action-toolbox
https://eige.europa.eu/gender-mainstreaming/toolkits/gear/action-toolbox


    

This project has received funding from the European Union’s Horizon 2020  30 
research and innovation programme under grant agreement No. 872260 

spread the word through their day-to-day activities, meetings, coffee chats and general 

information-sharing activities.  

EIGE (2016) suggests the following useful to know points and also offers examples of existing 

tools and resources that might be beneficial: 

- Make sure you choose the most effective form of awareness raising or competence 

development initiative taking into account the needs of the target audience(s). For 

example, while a 3.5-hour introductory lecture for undergraduate students might be 

an adequate choice, people in leadership positions are likely to benefit more from 

participatory and interactive workshops in smaller groups. 

- Carefully consider who the target audience is and whether the focus of your effort is 

to be on awareness raising or on competence development. Tailor your approach 

accordingly. 

- Think about the effects that you want to trigger through these awareness-raising and 

competence development efforts. How can these effects be monitored? Try to find 

indicators and ways to track the impacts of the efforts. Evidence of impact will provide 

you with strong advocacy arguments. 

 

4.3.2 Stakeholder Engagement 
To engender an active and reflective collaborative learning process across the different 

partner organisations, this stage of the project will develop and apply an action-oriented, 

iterative framework that engages stakeholders in the co-creation of socio-cultural knowledge 

and actions to develop and implement GEPs. In line with this, this document (D3.2) has been 

developed and co-designed with input from internal stakeholders who are engaged on the 

practitioner side of gender equality planning within HE settings. Its input has also been 

developed with external stakeholders through the first stakeholder workshop held in February 

2021 and their general support from the initial stages of this work, which took place when the 

proposal was being developed and brought together. 

Stakeholder groups at partner institutions should be encouraged to engage in action research 

cycles and operationalise the Cultural Web (see Section 4.5 and Appendix B) to audit research 

systems, procedures and practices including career-related processes and activities.  

At the local level, action research groups should be engaged to support the research teams to 

identify good practices across partner countries and use a GE Cultural Web diagnostic tool to 

research, diagnose and develop GEPs.  

Stakeholders are important for all institutions and impact on how institutions operate. It is 

therefore important to understand who your stakeholders are and how they might influence 

your HE setting. When it comes to HE settings, there are many stakeholders both internal and 

external to the institution. Stakeholders can, for example, include alumni, donors, parents, 

accrediting agencies, taxpayers, non-government organisations, research organisations, 

academic faculty disciplinary groups unions, administrators and students (both UG and PG) 

(Marshall, 2018).  
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Stakeholder influence can change over time and understanding its influence over time can 

help to explain continuity, change and culture (Bjørkquist, 2009). The use of an action-based 

research method ensures there is the continuous engagement of stakeholders and in effect 

means stakeholders work with partner institutions to co-produce the results. 

The Green Paper (D3.1) (Leitch et al, 2021) specifically highlighted a range of key points 

relating to stakeholders. These include: 

- Transparency, resilience and integration should be the key criteria for the 

development of GEPs, whereby transparency will be built through communication 

and stakeholder engagement; resilience offers the GEPs the ability to adapt and 

reinterpret the GEPs in response and in cooperation with stakeholders; and 

integration whereby a holistic, contextual view is taken that incorporates the needs 

of the stakeholders.  

- Ongoing consultation with internal and external stakeholders and experts on gender 

issues and wider Equality, Diversity and Inclusivity (EDI) issues is strongly encouraged.  

It would be helpful if all partners could maintain some level of contact with stakeholders in 

order to keep further collaboration possible and maintain support for data collection for the 

project research purposes. Institutions should also work closely with their project champions 

and draw on their support. 

Key for success is that all stakeholders appreciate and understand the added value of this GE 

work for their institutions.  

 

4.3.2.1 Engaging Internal Stakeholders 

Internal stakeholders include those in positions of authority (including both top and middle 

management) who have the potential to act as champions of change. They are key to 

promoting organisational and sectoral structural change towards GE through the 

development, implementation and monitoring of the GEPs, as such support increases the 

perceived legitimacy of the actions institutions take. In fact, the commitment of senior and 

middle management will act as a catalyst for the acceptability of the results and the 

TARGETED-MPI project in its wider context. Internal stakeholders will form the group from 

which respondents will be selected to participate in 1) the focus groups and 2) the individuals 

(see Section 4.5 and Appendix B). 

To engage internal stakeholders, they must be informed about the gender equality objectives 

and the initiatives undertaken. Thus, internal communication and visibility are required. 

Moreover, an essential tool in persuading internal stakeholders, especially those for whom 

attaining gender equality is not a prime goal, is guaranteeing that actions are data driven and 

that this can be explicitly manifested. Credible, gender-disaggregated databases are not just 

crucial when it comes to gender equality planning, but also a powerful means for engaging 

internal stakeholders and validating the argument for support of gender equality action. This 

will influence the decision-making process.  
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Hence, it is essential to understand the institution, discuss with individuals in it, comprehend 

what extant structures do and are capable of doing, track where potential allies can be found 

and where resistances can be brought about. To put it simply, direct your actions towards 

building strategic alliances and looking for win-win conditions. Anything can be successful or 

unsuccessful, in one or any context; it all depends on the negotiation procedures with the 

stakeholders involved (Marina Cacace, L'Assemblea Delle Donne per lo Sviluppo e la Lotta 

all'Esclusione Sociale (ASDO), evaluator of the EU-funded STAGES project)10. 

 

4.3.2.2 Engaging External Stakeholders 

HE settings are increasingly facing outside pressure to remain current, bring about change and 

lead by example (Amaral and Magalhaes, 2002). External stakeholders refer to individuals or 

groups who operate outside of the B&M School/institution but who might have an impact on 

its activities. Some might offer a critical but engaged eye to the work being done internally by 

the institution (Marshall, S. 2018). External stakeholders can carry the most influence when it 

comes to institutions developing and implementing successful policies and change11. Such 

individuals are engaged in presenting the interests of the institution to its “outside world” 

(Amaral and Magalhaes, 2002: 2). According to Morsing (2006), often these individuals are 

well networked outside of the institution and can hold positions of significant power, so how 

external stakeholder relations are managed can be critical (Zadek 2001, Post et al. 2002, 

Hockerts & Moir 2004, Royle 2005). External stakeholders can therefore be extremely 

influential. The presence of external stakeholders in institutional settings is often to ensure 

that the institution is adapting and being responsive to their environment and in a positive 

way (Amaral and Magalhaes, 2002).  

One of the key strengths of TARGETED-MPI is that from its outset it has worked to engage 

local external stakeholders in its gender equality planning. The types of external stakeholders 

engaged with TARGETED-MPI include, for example, the Greek Association of University 

Women (EL.E.GY.P.), the Secretary General for Research and Technology, and the Secretary 

General of GE, Greece; the Institute for the equality of women and men, Belgium, have all 

committed to providing alternative, non-academic perspectives and advice from their own 

experiences to assist in identifying issues and informing the development and implementation 

of GEPs to enable European and Arab-Mediterranean RPOs to develop capacity. What this 

also means is that the project team is positioned to utilise its national and international 

academic and practitioner networks to organise knowledge exchange and dissemination 

events and activities.  

External stakeholders can also include members of the B&M School/institution’s governing 

boards. For policies to be passed within the institution, it will be important to ensure you have 

their buy-in to the project and the need for change. External stakeholders should also be kept 

informed as the project develops through dissemination activities. This might be done through 

informal communication and touching base with your external stakeholders on a regular basis 

                                                           
10 https://eige.europa.eu/gender-mainstreaming/toolkits/gear/action-toolbox#action-3 
11 https://www.stakeholdermap.com/external-stakeholders.html 

https://eige.europa.eu/gender-mainstreaming/toolkits/gear/action-toolbox#action-3
https://www.stakeholdermap.com/external-stakeholders.html
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but also by, for example, having a regular item related to GEP on particular committee 

agendas and/or information sessions. However, it might also be achieved through the 

TARGETED-MPI newsletters and other dissemination activities that the partner institutions 

might engage in. 

We now move to present the methodology of the task and the tools and guidelines for gender 

equality planning. 

 

4.4 Methodology of the Task/Tools and Guidelines for Gender Equality 

Planning 
Before moving forward, please note that prior to data collection it is imperative that all 

institutions ensure ethical approval is in place in their institutions. All researchers should also 

ensure they follow the ethical approval within their institutions, GDPR regulations and the 

data-management processes agreed upon at the project and local partner levels12. It is 

strongly advised that anyone who is not used to working with qualitative data receives some 

form of in-house training prior to this phase of the project. 

 

4.4.1 Getting Ready As an Institution: Where are you today? (D5.2 Ex-Ante 

Evaluation) 
This inventory stage of the project should have already been completed through the Ex-ante 

Evaluation (described in D5.2, Ozbilgin and Gundogdu, 2021). Each partner should have 

received the findings from the Ex-Ante Evaluation relevant for their institution. Please refer to 

this document to generate baseline data for where the institution is at. Please bear in mind 

that gender equality is a fast-moving space and some of the information entered for the Ex-

Ante Evaluation may already have been completed.  

 

4.4.2 Challenging the Culture of an Institution: Change (Cultural Web Guidelines – 

Appendix B) 
HE institutions are perceived to be locked into traditions and their own culture, often defined 

as “the way we do things around here” (Deal and Kennedy, 1982). Organisations have their 

own cultures that have been shaped through their history over time, by their environment 

and traditions, and the ways in which things are done (Handscombe, 2003). This means that 

changing the culture of an institution is not an easy task (Johnson and Scholes, 1988). 

Organisations can also become “trapped by their own cultures” (p.220), which makes them 

complex institutions to work with, especially when it comes to change and engaging the 

processes for change (Handscombe, 2003).  

                                                           
12 Please also bear in mind that given GDPR regulations and Brexit, BUL can only receive aggregate data; 
any numerical and non-numerical information that is gathered should be compiled into data summaries 
and summary reports for further analysis. 
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A key message coming through from the early phases of this work was the importance of 

culture and that if institutions are to change, then the culture of these institutions also needs 

to change. As institutions move forward, GEPs should account for cultural aspects so that any 

GEP is specifically designed to show where the institution is and where it wants to be. 

Understanding culture means looking beneath the surface of how institutions do things and 

thereby building an understanding of the roots of the institutional systems, its processes, 

practices and values (Schein, 1985); what drives the institution, why things are the way they 

are, what are the underpinning assumptions, what are the values that drive behaviours and 

practices, where is change needed and how change can be brought about. 

TARGETED-MPI utilises the Cultural Web (Johnson and Scholes, 1988) as an analytic tool and 

framework (see Cultural Web Guidelines) to gain access to the specific and diverse socio-

cultural practices of the consortium partner organisations. In applying an adapted gender-

aware Cultural Web, partner institutions will work to build a cultural portrait for their 

institution. The use of the Cultural Web as a useful analytic tool has been shown in previous 

higher education settings and is recognised as a mechanism to support the bringing about of 

cultural change (Handscombe, 2003).  

Research teams are encouraged to use the Cultural Web template provided by ULANC. This 

document offers a way for the sharing of higher-level information across institutions. In 

addition to the types of questions the Cultural Web Guidelines offer, GEAR also offers 

examples of question styles for different levels of the organisation13. 

Please also read Section 4.5: Research Approach for the Task. 

 

4.4.3 Doing Research on Gender and Culture in an Institution: Can we change? 

(Cultural Web Guidelines and Templates – Appendix B)  
According to the EIGE’s GEAR Tool, “Institutional change is a strategy aimed at removing the 

obstacles to gender equality that are inherent in the research system itself, and at adapting 

institutional practices” (2016, p7). EIGE comments that “The main objectives of institutional 

change are to enhance women’s representation and retention at all levels of their scientific 

careers and to promote the integration of the gender dimension in research and innovation 

content” (p7).  

According to the EIGE, “Sex and gender are fundamental determinants of the organisation of 

life and society. Therefore, recognising and taking into account these differences is paramount 

in scientific knowledge creation.” (p8). The EU believes that gender equality leads to the 

betterment of society and is concerned by the “strong evidence in literature and statistics that 

research and higher education institutions reproduce social values leading to gender 

bias/discrimination (as with many other spheres in society). Women and men tend to 

concentrate in certain scientific fields (horizontal segregation). For instance, while women are 

                                                           
13 See https://eige.europa.eu/sites/default/files/documents/mh0716096enn_1.pdf and pages 13-16 

for examples. 

https://eige.europa.eu/sites/default/files/documents/mh0716096enn_1.pdf
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more likely to be found in fields like social sciences and humanities, men are more inclined to 

study, teach and/or research topics related to engineering or technology. The stereotypical 

subject choices of students are therefore a real concern” (p7).  

As noted earlier in this document, the gender dimension will become a key criterion for 

evaluation for the EU, and scientific methodology must take gender into account. TARGETED-

MPI extends EC work on gender, equality and diversity (see Appendix A for list). It extends 

these works by offering a gendered adoption of the Cultural Web framework (Johnson and 

Scholes, 1988) to support the development of gender equality in B&M Schools, an area of HE 

where it is acknowledged that more work needs to be done (European Commission/Research 

Executive Agency, 2020). This is also developed in recognition of the point raised in GEAR that 

because of the nature of HE institutions, their local, regional and national settings and 

historical development, no two institutions will be the same.  

From the Cultural Web work carried out, participating institutions should use the document 

offered titled the “6 dimensions” from the Cultural Web Guidelines to form the basis of the 

planning template for the activity D3.3a-D3.7a. This document will help provide them with a 

cultural portrait for their institution. 

The Cultural Web tool should be used to diagnose deeply rooted gender biases within each 

participating institution. This information will provide essential input for planning and 

implementing the GEPs at each institution. The GEPs will identify the goals and GE strategy as 

well as the systems and processes that should be in place in order to be implemented at each 

participating institution.  

For the activities 4.4.2 and 4.4.3, please refer to the Cultural Web guidelines and build your 

Cultural Web templates. Please note there are 3 Cultural Web templates for you to use: 

1. The Cultural Web Planning Template to inform GEP development planning: Focus 

Group Discussions 

 

2. The Cultural Web Planning Template to inform GEP development planning: Interviews 

 

3. The Cultural Portrait Template for completion by each partner institution. Please also 

see Handscombe (2003) for an illustrative and completed exemplar. Handscombe 

(2003) is an especially interesting and useful read for this project. 

From the Cultural Web work and completion of Cultural Web Planning Templates B.1 and B.2, 

use Planning Template B.3 to build your cultural portrait. 

 

4.4.4 Working to Change the Culture of an Institution: What do we need to change? 

(GEP Development Template - Appendix C) 
The GEP development framework offered in Section 4.2, highlights the GEP development 

process and guides partner institutions through the development of their GEP. In building the 
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GEP, please ensure you refer to this section and the steps indicated within it. Institutions 

should also refer to the Action Plan Purpose, Template and Guidelines offered in Appendix C. 

 

4.4.5 Can Change in the Institution Be Brought About: How feasible is change? 

(Feasibility Guidelines and Template – Appendix D) 
In moving the work forward, the researchers will have gathered narrative accounts of the 

situations participants refer to around the Cultural Web policies, structures, rules, contexts, 

actors, dynamics and trends. In moving forward, it is recommended that data should be 

inductively analyzed (Corley and Gioia, 2004; Gehman et al., 2018). Bear in mind, data should 

be anonymised and follow project and local data ethical procedures and data management 

plans.  

Transcribed data will provide the basis for rigorous thick description grounded in 

contextualised scripts conceptually embedded in analytical frames (Pratt, 2009; Leitch and 

Hill, 2015). It is suggested that interpretative analysis should follow Leitch et al (2010) ensuring 

trustworthiness, integrity, rigour and robustness. A reflexive critical methodology that 

specifically challenges the normative (Stead and Hamilton, 2017), focuses on the context in 

which micro-practices of everyday life are embedded (Alvesson and Deetz 2001) and 

foregrounds the relationship between those who are dominant and those who are not (Cálas 

et al. 2009) should be adopted. The key thing is to allow the themes and patterns to emerge 

from the data as you work towards developing your GEP. 

Within the critical gender-aware framing challenging the notion of female essentialism 

(Sprague, 2016), inductive analysis should be employed to make visible cultural dynamics 

underpinning GE through participants experiences. This iterative approach allows findings to 

emerge from raw data without constraints of more structured methodologies (Bryman, 2016). 

The Feasibility plan offers guidelines and a template for assessing the feasibility of the action 

plan at the individual institutions. What this plan does is encourage those engaged in taking 

the GEPs forward to appreciate and understand how feasible it is to deal with and tackle the 

points raised in the action plan for their specific institution. It might be, for example, helpful 

to reflect on effective strategies to address gender bias including actions such as family-

friendly policies (e.g. work schedule flexibility; parental leave; mobility, dual-career couples), 

gender planning and budgeting, training on gender equality in human resources (HR) 

management, the integration of a gender dimension in research content and programmes 

and/or the inclusion of gender studies in higher education institution curricula.  

Please ensure you refer to the Feasibility Guidelines and complete the Feasibility Template as 

you move forward. 
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4.4.6 Gender Equality Planning for an Institution: Let’s do change.  
When partners have completed the steps of the planning process – the gendered Cultural 

Web, the action plan, the feasibility plan and drafted their first stage bespoke GEP, they will 

move to the implementation stage (WP4). 

 

4.5 Research Approach for the Task 
This task seeks to generate qualitative evidence of barriers and stakeholder benefits (e.g. 

invitations of women to join bodies/boards, re-drafting of promotions criteria, recruitment 

information, gender-aware policies, and guidance for research development and knowledge 

production). In the long run, this also leads to outcomes such as a greater integration of a 

gender dimension to research and teaching, improved health and well-being, and increased 

awareness of sexist attitudes and unconscious bias. 

The project’s qualitative approach allows for a more nuanced and detailed understanding of 

GE and its planning. Through this task, new qualitative data will be gathered to highlight 

aspects related to organisational cultural dynamics that enable or hinder inclusive initiatives 

and practices.  

New qualitative data will be gathered to highlight aspects related to organisational cultural 

dynamics that enable or hinder inclusive initiatives and practices. This data, understood within 

the context of the existing data outlined above, will enable the development of a diagnostic 

tool for organisational use and a conceptual model to advance understanding of the 

relationship between GE and organisational culture. Through an action research informed 

methodology, partners will engage in two forms of new data collection: focus groups and 

interviews. These data collection mechanisms should offer a range of perspectives. However, 

it should be borne in mind that the data should serve us rather than us serving the data. 

Therefore, look to arrive at an in-depth understanding of the Cultural Web while appreciating 

that not all aspects might be as relevant to the specific institution.  

It is important to note that this action research project is inductive by nature and adopts an 

interpretative qualitative approach to generate data (Bradbury, 2015). It is purposefully 

designed to explore the situations participants are engaged/immersed in. This approach was 

purposefully selected as it allows appreciation of the diverse nature of the data across the 

different institutions to be collected, while acknowledging the bespoke nature of the project. 

This also offers an open approach to investigate the problem being tackled through this work 

(Alvesson and Sandberg, 2011; Gehman et al. 2018). 

Taking a collaborative inquiry approach, action research methodology principles are used to 

address GE and bring about effective and sustainable change (Bradbury, 2015). This approach 

engages stakeholders as a supportive network in the co-creation of knowledge to develop the 

diagnostic tool and GEP. Adopting cycles of research, planning, action and reflection (Coghlan 

and Brannick, 2014), this project brings together theory (fresh knowledge and insights) and 

practice (insights from testing the tools developed in different contexts). With an expert panel 

comprising industry representation, policy and independent academic experts, this approach 
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will (1) provide opportunities to identify change in practice, (2) assess project impact, and (3) 

develop inclusive organisations through building organisational and staff capacity in GE as the 

project moves forward.  

This approach primarily calls for qualitative data collection. It also leverages the significant 

expertise in the group both on gender research and qualitative research method (for example, 

Apospori, Jack, Leitch and Stead). Reporting mechanisms can also be put in place to monitor 

progress. What we will also look to do is use the monthly reporting and bi-annual reporting to 

monitor progress.  

 

4.5.1 Action Research 
As this is an action research project, the focus is on tackling real problems that happen in real 

life and building an understanding through real people. What we do here is use action 

research to enrich the discussions and expand the conversations on gender equality (Joshi, 

Neely, Emrich, Griffiths and George, 2015). Action research is an especially useful approach to 

use when looking to change strategies, deal with practical tasks and (re)structure systems that 

lie within organizations (Shani and Coglan, 2019). It also offers a way for complex change 

processes to be identified and tackled (Nunes and McPherson, 2015). Action research is also 

regarded as a particularly helpful approach because it allows the integration of theory and 

practice when looking to work through social issues with individuals who are experiencing and 

immersed in working with such issues (Bradbury, 2015; Brydon-Miller and Coglan, 2014; Shani 

and Coglan, 2019). 

The roots of action research can be traced back to the work of Kurt Lewin (1890-1947) and 

work that took place around organisational change. Action research has been used in many 

industrial settings and organisational contexts because it offers a way to explore dynamics, 

collaborations and interventions (Shani and Coglan, 2019). Action research has been defined 

as “an emergent inquiry process in which applied behavioural science knowledge is integrated 

with existing organizational knowledge and applied to address real organizational issues. It is 

simultaneously concerned with bringing about change in organizations, in developing self-

help competencies in organizational members and in adding to scientific knowledge. Finally, 

it is an evolving process that is undertaken in a spirit of collaboration and co-inquiry" (p.3) 

(Shani and Coglan, 2019). What this approach relies on is researchers working with individuals 

exploring a social phenomenon in planning, implementation and dissemination work and 

research (McIntyre, Chatzopoulos, Politi and Roz, 2007). 

Shani and Coglan (2019) refer to the work of Shani and Pasmore (2016; 1985) who offer a 

framework based on four factors: 

1. context – knowledge of the context is critical for undertaking action research. This 

applies to the internal and external context of the organization, but also the scholarly 

context in which the action is related and to which a contribution might be returned. 

 

2. quality of relationships – between the members of the setting where the action will 

be considered and the researchers, there should be a good quality of relationships 
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built on trust, honest conversations, concern and respect for each other, and at the 

same time there should be a language that is commonly used by all engaged. 

 

3. quality of the action research process itself – any inquiry process should be systematic 

rigorous and reflective so that individuals in the organization are all together in their 

wanting to develop a deeper understanding about a particular issue. 

 

4. outcomes – any outcome from the action research should be sustainability, helpful 

development and the creation of new knowledge and understanding. 

 

As an action research project, those driving the research should purposefully work to provide 

an engaged and generative framework in the implementation of effective strategies to 

address gender bias issues within their institution. This includes the setting of targets to 

monitor progress, ensuring commitment to achievable, realistic outcomes and long-term 

sustainability.  

Through data collection, the focus should be on dialogue and collaborative enquiry through 

reflective questioning and gathering of relevant HR data, for example, to surface inequalities 

through unveiling stories, symbols, behaviours and everyday routines. What this means for 

TARGETED-MPI is the use of a dynamic and participative action-based approach, to initiate 

long-term and sustained cultural change around gender inclusivity.  

 

4.5.2 Empirical Setting and Selecting Participants for GE Planning 
The individual institutions will provide the empirical setting for this action research project. 

The TARGETED-MPI project takes an inclusive approach to its work. It therefore encourages 

partner institutions to look for individuals across different genders and different career stages 

and from all levels of their organisation to be included in focus groups and as respondents in 

individual interviews. When selecting participants, we propose institutions choose individuals 

from across the different levels of the organization. When selecting respondents, we also 

encourage purposeful sampling (Pratt, 2009) which might also be combined with snowball 

sampling (Martin & Eisenhardt, 2010). 

According to GEAR (2016) and the TARGETED-MPI work already carried out, the following 

personnel should be included when generating individuals to interview and be a part of the 

focus groups for designing GEPs: 

1. Senior management and people in leadership posts – represents those who are 

responsible for governing the organisation and who have the power to make decisions 

e.g. rector or chancellor and/or other senior staff who lead the institution and its 

strategic direction.  

 

2. Managers – represents those who are in charge of the day-to-day management of the 

organisation’s departments 
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3. Research and/or teaching staff – represents those who have responsibility and impact 

on the way a subject is taught and the ways in which research is carried out. These 

individuals therefore engage in opening new horizons and creating new knowledge. 

 

4. Human resources personnel – represents the department responsible for managing 

the human resources of the organisation and who are key to promoting structural 

change towards gender equality, but who also promote unbiased and fairer 

procedures and measures that contribute to gender balance, equal career progression 

and work-life balance. 

 

5. Students – where raising awareness and sensitivity around gender equality can 

contribute to changing attitudes and behaviours of the broader society. 

To this list we add: 

6. Administrative staff – who engage with and work in the partner institutions to support 

the broad activities institutions engage in and who also have the opportunity to 

promote unbiased and fairer procedures and measures that contribute to gender 

balance, equal career progression and work-life balance across the range of an 

institution’s activities. 

The mix of participants should be broad. For participants, researchers should look across the 

institution and aim to generate and embrace a broad mix. 

For both the focus groups and the interviews, we suggest softly entering gender into the 

conversations, but bear in mind that the fact that it is a gender equality project is noted in the 

information sheet. 

Those leading the focus groups and the interviews might opt to take a future orientation 

perspective. So rather than engaging individuals to talk about their own perspectives, try to 

encourage participants to focus on the future and change.  

Who the invitations come from for taking the part in the primary data collection phase of the 

project is important and something that each research team should reflect on.  

Qualitative data will be gathered to highlight aspects related to organisational cultural 

dynamics that enable or hinder inclusive initiatives and practices. This data, understood within 

the context of the reports already delivered, will enable the development of a tool for 

organisational use to advance understanding of the relationship between GEPs and 

organisational culture.  

Through the action research informed methodology (Table 4-1) partners will engage in two 

forms of new data collection: focus groups and individual interviews. The Cultural Web will be 

used as a diagnostic tool and applied to audit organisational GE cultures, values, behaviours 

and practices. Interviews and focus groups increase the reliability, trustworthiness and 

credibility of qualitative data, and enable participants to provide responses to the same 

questions, which can then be compared and contrasted (Arino, Le Baron and Milliken, 2016).  
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We suggest carrying out the focus groups first. We also suggest that the first focus group takes 

place with individuals who might be seen as constructive friends. 

Consent forms and project information sheets are provided through the TARGETED-MPI site 

and its shared space (see D7.3). These should all be signed and returned to the researcher 

prior to data collection. 

 

4.5.3 Focus Groups 
Focus groups are a well-established approach for data collection and one increasing in 

popularity (Luke and Goodrich, 2019). This is an approach that is especially useful for gathering 

qualitative data and studying processes that have a strong social element14. Focus groups tend 

to involve bringing a small number of people together (4-10) who are invited by a 

researcher(s) to share their thoughts and ideas on a particular set of topics (Morgan and 

Spanish, 1984). As a data collection tool, focus groups have been used extensively in market 

research, but also have been extending into other management areas (Luke and Goodrich, 

2019; Morgan and Spanish, 1984). 

Up to six focus groups should be carried out at each institution to gather qualitative data on 

cultural values, practices and norms. This focus group number will enable representation from 

diverse roles, with each group including approximately four individuals from early career and 

doctoral level to professorial levels and HR professionals.  

If focus groups are held online, we suggest that the maximum number of individuals in each 

group should be no more than 4. If the focus groups are being carried out in person, we 

suggest a maximum of 6-7 people per focus group. These focus groups where possible should 

be of mixed gender, ethnic background, etc. It may end up that interviewers focus on some 

themes rather than others or there may be some overlap in the themes explored in the 

groups. It might also be that you need to change the interviewer/facilitator depending on who 

is in the focus group/being interviewed. If online, this can be a plus for shy individuals as they 

feel more comfortable in voicing their views. Helpful reads for online focus groups are 

O’Connor and Madge (2003), Sweet (2001) and Montoya-Weiss, Massey and Clapper (1998). 

The focus groups should be led by a moderator/facilitator. With focus groups, it is advised that 

a scribe is also present for note taking. The introduction to each focus group might also take 

a different form depending on who is being interviewed as it may be that different elements 

are emphasised with different groups.  

There may be a need to manage the power dynamics in the groups. Power dynamics is also a 

fact to take into consideration when you decide who to invite to the groups. It might be that 

there are certain individuals from whom you want buy-in. In this case, it might be that you are 

                                                           
14 For more information on how to conduct a focus group, what they are good for and common 
problems to look out for, please see https://www.emeraldgrouppublishing.com/how-
to/observation/conduct-a-focus-group 

https://www.emeraldgrouppublishing.com/how-to/observation/conduct-a-focus-group
https://www.emeraldgrouppublishing.com/how-to/observation/conduct-a-focus-group
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in a position to invite them to join a group as a facilitator. This can help build the project and 

its understanding and acceptance. So if it is feasible, use the people who need to change.  

It could be helpful if there is the opportunity to debrief with the project team of the institution 

following the focus groups.  

Please be aware it might be difficult to bring all aspects of the Cultural Web into the focus 

groups, so think through what relevance different parts of the Cultural Web have for different 

groups. It might be that the research teams start the focus groups off with, for example, 

pictures or imagery. This type of activity could work well with the stories or symbols category 

of the Cultural Web.  

Comprising men and women, focus groups should last up to two hours, be audio-recorded 

and transcribed. Focus groups should be guided by the diagnostic tool drawn from 

organisational culture processual models (Johnson et al., 2014) and where gender is 

understood as being socially constructed (Wharton, 2009).  

Examining organisational symbols, artefacts, processes and practices, the focus groups will 

provide qualitative data that make visible organisational values related to GE. Data will enable 

refinement of the diagnostic tool and inform understanding between organisational culture 

and GE. These should be of mixed gender, ethnic background, etc.  

It would also be helpful if research leads include a rationale for why groups were structured 

in the way they were. However, please bear in mind the need for confidentiality and 

anonymity at all times.  

We encourage you to record the focus groups where possible and use a scribe as well as the 

individual guiding the narrative.  

The following material in sections 4.5.3.1 – 4.5.3.5 has been adapted from:  

https://www.emeraldgrouppublishing.com/how-to/observation/conduct-a-focus-group.   

This online source is especially helpful for focus groups. 

 

4.5.3.1 In Facilitating Focus Groups 

- Be concerned – lay out the ground rules for behaviour and expectations (e.g. 

everyone in the group has a voice) 

- Be objective – this is a research exercise 

- Be flexible – allow free flowing discussion but ensure there is enough structure to 

cover key topics, know when to intervene if someone is becoming too dominant  

- Be empathic and a good listener so put people at ease and bring people into the 

group if they are shy by encouraging and supporting participation  

- Be tactful but also assertive and project yourself without dominating  

https://www.emeraldgrouppublishing.com/how-to/observation/conduct-a-focus-group
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- Stay silent if that silence will bring further thoughtful contribution  

 

4.5.3.2 Stages of Group Process 

- Forming – everyone is tense and guarded and concerned with inclusion 

- Storming – early on, tensions and disagreements begin to emerge. Data at this 

stage of the group discussion might not be very reliable 

- Norming – groups settles down, observes ground rules and co-operates 

- Performing – at this point, group’s discussion will be at its best and most 

interactive, researcher can relax and let group conduct itself 

- Adjourning – group works towards an ending. There may be a form of mourning 

when people seem reluctant to leave 

 

4.5.3.3 Stages of a Focus Group 

- Set the scene and lay out the ground rules – welcome people as they arrive and 

thank them for coming. Provide a brief introduction outlining the purpose of the 

research, lay out the ground rules (one person to talk at a time, all views welcome, 

confidentiality) and stress there is no hidden agenda, all views will be treated in 

confidence. 

- Invite participants to introduce themselves giving their name, role in the 

organisation and how long they have been at the organisation for. At this point the 

facilitator or scribe might make a note of where people are sitting (if in person) 

which will help when it comes to reflecting on the group. 

- Opening topic – facilitator introduces the opening topic/question which should be 

general and be of the type to generate discussion. Try to include everyone. The 

facilitator might need to in intervene by asking questions, and generally keeping 

the discussion going. 

- Discussion – as discussion moves forward, facilitator will need to tread a fine line 

between ensuring that all points are covered, attending to particular details and 

noting the odd, interesting piece of data that emerges independent of the official 

questions, and promoting group discussion, between heeding thoughtful pauses 

and making sure that the discussion does not dry up. Active listening is very 

important, and they may need to probe at particular points. 

- Ending the discussion – end the discussion on a positive note, especially if difficult 

material has been raised, and also thank people for coming. 
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4.5.3.4 Hints and Tips for Framing Questions 

Questions should be, sufficiently stimulating and keep the discussion going, relevant to 

participants, capable of providing concrete data, open, so as to lead to in-depth responses 

and rich data, clear, avoiding ambiguity, couched in language that participants understand, 

and sensitively worded if they explore (particularly difficult) feelings.  

They should not be worded in such a way as to influence or "lead" the answer cover more 

than one topic per question. 

 

4.5.3.5 Hints and Tips for Leading a Discussion 

- Steering. Techniques for steering the discussion include reconciling and 

commenting on divergent views, making links. 

- Probing. The facilitator may need to probe interesting points to get a fuller 

response, for example by opening up the discussion to others ("How do other 

people feel about this?"), asking a question ("Can you say a bit more about this?"), 

repeating what the participant has said, or highlighting different views. 

- Listening to material which may seem divergent. A participant may launch into an 

anecdote which may appear to be off the topic but which may contain a nugget of 

highly relevant information. At the same time it is also necessary to watch out for 

emergent issues, which may not be in the notes but which may lead to fertile areas 

for research. 

- Be alert for non-verbal signals. For example, nodding or shaking the head to 

indicate agreement or disagreement, a frown, surprise. Such non-verbal signals are 

best verbalised so that they can be translated into data. 

- Controlling the balance between participants. It's important to moderate between 

the dominant person and the shy person, and to encourage equality of 

contribution. This should be done tactfully, with avoidance of hurting someone or 

embarrassing them. A lot can be achieved by eye contact: withdraw it from the 

dominant person, look at the shy person encouragingly. If this fails, then try a verbal 

intervention: "That was very interesting, can we perhaps hear some other views?", 

"You haven't had a chance to say what you think". 

- Encourage expression of personal views. Participants need to be encouraged to say 

what they think, which they may find difficult if they feel that it is not politically or 

strategically acceptable (for example, complaining about a long hours culture). The 

facilitator should encourage this by stressing that disagreement, and challenging 

received attitudes, is acceptable. 

- Be mindful of, time, venue, room, incentive for joining the focus group 
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4.5.4 Individual Interviews 
In addition to focus groups, individual interviews are offered as the other main tool for data 

collection. Interviews are perceived as one of the most common and effective ways to 

understand people (Fontana and Frey, 1994). We advise the use of semi-structured interviews 

for this stage of the study (Gill and Johnson, 1997: 97). Semi-structured interviews work well 

within an inductive framework (Gill and Johnson, 1997; Silverman, 2000). Semi-structured 

interviews are also helpful because they enable broadly comparable data to be produced and 

provide a way to keep the conversation “on track” so that the focus on key themes being 

investigated can be maintained (Simons, 2009). 

Using a semi-structured but flexible interview guide, respondents should be interviewed in 

depth. Interviews should be recorded and transcribed verbatim but also anonymised. You 

should be looking for participants to explain their experiences and situations in a way that 

provides rich quality data so that you can generate a thorough and grounded understanding 

of the situation individuals find themselves in (Chenail, 2009; Pratt, 2009). Interviewers are 

encouraged to use open questions, using a flexible interview schedule to obtain respondents’ 

insights and detailed descriptions of experiences, situations and practices. Where possible, 

triangulation of the data should take place by rephrasing the question or by using questions 

such as “Why did you think this happened?” and “How did this take place?” We anticipate 

interviews will last around 45-90 minutes. 

The form of the emerging data will tend to determine the direction and length of the semi-

structured interviews. 

It might be that you choose to do a preliminary interview first. This will help you to pilot the 

study, check that the questions work for the issues being investigated, provide a way to start 

reflecting on themes, and help to understand the nature of the relationship you are looking 

at here.  

We recommend around 25 interviews should be carried out in each institution (125 interviews 

in total) with individuals from doctoral and early career to senior levels, including senior 

management and HR professionals to gain their insights of the tool. Data will provide an audit 

of organisational GEP cultures in the partner institutions. Interview data will enable further 

refinement of the diagnostic tool. These should be of mixed gender, ethnic background, etc.  

We propose that the interviewers employ semi-structured guides that include questions 

relevant to the use of the Cultural Web at the particular institution and that open-ended 

questions are used that provide the opportunity to gather good perceptions. It might also be 

that the research team looks to share themes for discussion with interviewees prior to the 

data collection activity. 

Interviews should also be scheduled ahead of time. If an interview is cancelled, it should be 

re-scheduled as soon as possible and well within the timeline. 

This interview data will enable further refinement of the diagnostic tool. With focus group 

data, interview data will also be used to develop a conceptual model. 
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Stage Description of work tasks to be completed Month 

Completion of all preparation 

and design work 

Field work preparation and design 

1. Qualitative interview research training 

(internal to institution) 

2. Cultural Web workshop 

3. Design of focus group and interview 

schedules (bespoke and internal to 

institution) 

7-9 

Commencement of fieldwork 

or material/information/data 

collection phase of study 

There will be two stages of fieldwork – Focus 

groups and interviews. Each institution should 

look at: 

1. Identifying target groups and individuals 

at your institution for focus group and 

interviews to work with 

2. Conduct focus groups (up to 6 at each 

institution) 

3. Conduct interviews (up to 25 at each 

institution) 

4. Engagement workshop (WP leaders to 

meet) 

9 

Completion of fieldwork for 

data collection phase of T3.3 

1. Focus group pilot data completed and 

transcribed 

2. Interview data completed and 

transcribed 

11 

Completion of reports for 

D3.3a-3.7b 

Reports of interim GEPS of project partners 

(AUEB-RC; ULANC; SSE; VUB; AUB) 
13 

Table 4-1: Description of work tasks to be completed for data generation 

 

4.5.5 Analysis 
The interviews and focus groups are expected to provide large amounts of data. This data will 

need to be organised around common themes and coded. The majority of coding will be 

inductive and led by the data and what it is telling you. The constant comparative method 

(Anderson and Jack, 2015) might be used to identify core themes and explanatory accounts. 

This induction process is expected to identify descriptive categories in the data. It is likely that 

it will be easier to identify patterns and themes manually. 
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The data will provide narrative accounts and interview transcripts should be read, compared, 

reread, shared and discussed, reflected on and discussed again between the research team 

members.  

First, you should begin the analysis by identifying initial concepts in the data and grouping 

them into the categories (Open coding, Strauss and Corbin, 1998). In this 1st-order analysis 

stage you will identify a high number of categories. Try to ensure you use simple descriptive 

phrases that credibly reflect comments (Gioia et al, 2013; Gioia et al. 2018). But bear in mind, 

respondents must not be able to be identified. As the analysis progresses, views from the 

different informants should be brought together and compared. 

At this stage, you should start to see similarities and differences emerging in the many 

categories you have identified. Following the constant comparative approach (Bansal and 

Corley, 2012; Glaser and Strauss, 1967; Jack and Anderson, 2002), you should move forward 

with continuing iterations and reflection on the data. 

This approach offers the foundations for rigorous analysis of your qualitative data. It might 

also be used to help you determine from the focus groups who to interview next and where 

later data collection might be focused (Corley and Gioia, 2004).  

Thereafter, it might be that you look for connections between and among these categories in 

the data that you have identified (Strauss and Corbin, 1998). Gathering categories together 

into higher order themes offers a way to explain the situation of your participants (Bansal and 

Corley, 2012) and especially how they perceive culture and gender. These new themes will 

help you to describe and explain how the institutional environment, its policies, practices and 

procedures prevent or foster gender work.  

Be aware this process will take time and you will face trial and error. It is important that you 

also take some time to reflect on the patterns that are emerging and discuss them as a 

research team to ensure you have correctly interpreted what the data is offering, i.e. they are 

the right patterns. What often helps is if individuals in the research team do this process 

separately and then compare and contrast their notes. This will also help provide trust in the 

data and ensure that the patterns you are seeing are visible to all. This adoption of elements 

of grounded research are helpful and allow you to stay close to the project interests but at 

the same time stay true to the data and the situations your respondents have found 

themselves in (Suddaby, 2006). 

This work will produce large volumes of unsorted raw data loosely connected and so it is 

important to take a process perspective so change can be seen but also encourage participants 

to focus on the future (Lamine et al., 2015). What this approach will also do is ensure that 

your analysis is firmly grounded in the data. For examples of how you might do this process, 

see Handscombe (2003), Lamine, Anderson, Jack and Fayolle (2021), McKeever, Jack and 

Anderson (2015).  

We expect that, during the individual interviews and focus groups, some patterns will emerge 

highlighting issues relating to Gender Equality in B&M Schools. The systematic approach you 

are invited to engage in here will make connections between common events from the 
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interviewees and the categories identified earlier. So please be aware of commonalities that 

might appear but also the differences, and even extremes.  

Subsequently, you will pull the key phrases from your data together around a particular theme 

and in their respective cells in the templates. This will support your aim of identifying common 

patterns as regards to Gender Equality in B&M Schools.  

Having spent time sorting through the data, you can expect to see emerging themes and 

patterns by bringing together data from the interviews and focus groups. In other words, 

following the initial coding efforts, focused coding and sorting, you will identify the headline 

analytic categories for your data. You will then identify the most pervasive themes within 

those categories. Those categories and themes will serve to explain culture and Gender 

Equality in your B&M School.  

You can use the Cultural Web template 3 to recognise events that were apparent across 

several interviews. Then, place together the data from the template without taking into 

consideration which interviews they were derived from. Instead, focus on and highlight which 

events in the template indicate robust support for the emerging themes and which indicate 

weaker support. The aim here is to recognise the overarching trends across all interviews. 

Having done so, the next step will be to attach significance to them. 

The following material has been adapted from: 

https://www.emeraldgrouppublishing.com/how-to/observation/conduct-a-focus-group. 

For a more "informal" analysis of the themes, listen to the recordings or look at your notes 

you have made, and analyse the main themes and sub-themes, as well as the participants' 

characteristics. You need to think about how you are going to substantiate your findings: 

what is the real evidence? Are there particular characteristics of the participants which 

might affect the data? Are there any particularly strong statements? Does a consensus 

emerge? 

Having done this, you can then summarise in a series of statements expressing the main 

themes. 

Most of your data will be in the form of text; if you use numerical analysis it should be to 

give an impression, for example a certain percentage felt... It is not usual to subject the 

findings of focus group research to statistical tests, although recently analytic methods for 

qualitative data have become more sophisticated. 

When you organise your material for your GEP, you might start to organise according to 

major themes, noting any significant differences between groups but not writing 

individually on each group. You might want to offer a more detailed analysis as an Appendix 

to your GEP. 

 

https://www.emeraldgrouppublishing.com/how-to/observation/conduct-a-focus-group
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4.5.6 Potential Problems 
We identify the following as potential problems and risks:  

- Difficulty in accessing relevant participants and at different levels in each institution.  

- Gaining engagement and commitment from stakeholders. 

- Lack of acceptability of results by stakeholders. 

- Should participants disclose an instance of gender inequality, the researcher should 

make this participant aware of appropriate reporting procedure.  

- If any illegal behaviours/acts are disclosed, the researcher should look to inform the 

relevant authority in the appropriate institution. 

- Ensure you have informed the institutions counselling services and other appropriate 

support bodies that this project is taking place in case they are needed for support.  

- Please ensure sufficient time is set aside for completion of this task, taking into 

account all the holidays, breaks and various internal commitments. 

- It is important to bear in mind that individuals who have joined the institutions since 

the start of the pandemic, might not as yet have had the opportunity to physically 

arrive.  

- Given the nature of the study, there is the potential for conflict. It has been suggested 

that the research leads reflect on the need for counselling services to be made aware 

of the work going on and might even be invited to sit in on some focus group activity 

in case there is any conflict.  

- The make-up of the focus groups will be bespoke and interviewees and lead 

researchers are encouraged to follow their data and what they feel is emerging from 

the Cultural Web.  

- When making up the focus groups, please ensure all members are made to feel 

comfortable. For example, if you have an all-male group, who will be the interviewer? 

Therefore, think through the design of the facilitation and the structure of the groups.  

For further guidance relating to aspects in this section, please see the Cultural Web Guidelines 

(Appendix B) but also the GEAR tool. Both offer lots of examples for formulating questions. 
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5 Conclusions 
The aim of this deliverable was to offer the tools and guidelines that will support the planning 

and development stages for developing GEPs in the B&M Schools of the partner institutions.  

According to EIGE (2016), gender equality planning is critical for all institutions. Bearing in 

mind that the debate around gender equality has been largely focused on STEM disciplines, 

TARGETED-MPI purposefully deals with B&M Schools, which have been somewhat left behind. 

However, work delivered to date through TARGETED-MPI has highlighted that institutions are 

very different and that there is a tendency for them to be locked into their own traditions and 

cultures. This also means that GEP should be bespoke and aligned with the institution. What 

we do here is offer tools and guidelines that can be offered across the partner institutions so 

that we have a shared understanding of establishing GEPs.  

 The tools and guidelines we offer include: 

- A gender-aware Cultural Web (Johnson and Scholes, 1988) that shines a light on 

gender.  

- A GEP Development Action Plan that offers institutions step-by-step guidance for 

establishing or revisiting their GEP.  

- A Feasibility Plan that offers institutions step-by-step guidance for assessing the 

feasibility of the work that needs to be undertaken for establishing a GEP. 

What unites this project is the common methodology used to approach GEP across the partner 

institutions of TARGETED-MPI and beyond and the shared understanding of planning for 

gender equality. Given the work carried out within TARGETED-MPI to date, these plans will be 

grounded in theory and practice but also the local context.  

Through the work carried out within the tasks 3.3a – 3.7a, partner institutions should now be 

well positioned to move forward with the implementation phase of the project.  
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(downloaded)  
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Plans. A Design and Methodological Toolkit 
http://garciaproject.eu/wp-
content/uploads/2016/09/GARCIA_working_papers_9.pdf 
 
Gender Budgeting in Academia- Toolkit 
http://garciaproject.eu/wp-
content/uploads/2016/12/GARCIA_D5.3-Gender-budgeting-in-
academia-toolkit.pdf 
 
Toolkit for Organising Workshops ‘Precarious Positions’ for Early 
Career Researchers 
http://garciaproject.eu/wp-
content/uploads/2017/01/GARCIA_working_papers_n.17.pdf 
 

https://gendertime.org/sites/default/files/UNIPD-GEI-Questionnaire.pdf
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Toolkit for Organising Reflexive Working Groups for Selection 
Committee Members 
http://garciaproject.eu/wp-
content/uploads/2017/01/GARCIA_working_papers_n.19.pdf 
 
Toolkit for Integrating Gender-Sensitive Approach into Research 
and Teaching 
http://garciaproject.eu/wp-
content/uploads/2015/12/GARCIA_working_paper_6.pdf 
 
Gender-sensitive Mentoring Programme in Academia: A Design 
Process 
http://garciaproject.eu/wp-
content/uploads/2016/10/GARCIA_working_papers_13.pdf 
 

Stages 

http://www.st
ages.csmcd.ro
/ 
 

Structural Transformation to Achieve Gender Equality in Science 
https://eige.europa.eu/sites/default/files/guidelines_stages_1.p
df 
(The Five Action Plans, pp.59-…) 
 
Action Plan Templates 
http://www.stages.csmcd.ro/resources/second_intermediary_r
eport.pdf 
 

Integer 

http://www.in
teger-tools-
for-
action.eu/en 
 

Toolkit for Gender Equality 
https://www.tcd.ie/tcgel/resources/toolkit.php 
 
http://www.integer-tools-for-
action.eu/en/resource/assessment-toolkit 
 
 

Trigger 
http://triggerp
roject.eu/ 
 

Poster presenting structural change at VSCHT 
http://triggerproject.eu/wp-
content/uploads/2018/05/poster_TRIGGER_EN_minimized.pdf 
 
Monitoring Schemes and Description of Intranet Design Plan- 
final version  
http://triggerproject.eu/wp-
content/uploads/2018/05/Deliverable_d6_1.pdf 
 
Structure of the Internal Evaluation Plan 
http://triggerproject.eu/wp-
content/uploads/2018/05/D6_2_TriggerEvaluationPlan.pdf 
 
Internal Evaluation Report No.1  
http://triggerproject.eu/wp-
content/uploads/2018/05/D6.3_TRIGGER-Evaluation-Report-
1st-period.pdf 
 
Feasibility Study on the conditions for the sustainability of the 
Action Plans after the TRIGGER lifespan 

http://garciaproject.eu/wp-content/uploads/2017/01/GARCIA_working_papers_n.19.pdf
http://garciaproject.eu/wp-content/uploads/2017/01/GARCIA_working_papers_n.19.pdf
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http://triggerproject.eu/wp-
content/uploads/2018/05/D6.4_TRIGGER-Feasibility-Study-
Sustainability.pdf 
 
Internal Evaluation Report No.2 
http://triggerproject.eu/wp-
content/uploads/2018/05/D6.5_TRIGGER-Evaluation-Report-
2nd-period-1.pdf 
 
Internal Evaluation Report No.3 
http://triggerproject.eu/wp-
content/uploads/2018/05/D6_6_TRIGGER-Evaluation-Report-
3rd-period.pdf 
 
Final Report of the accompanying research on Implementation 
Dynamics 
http://triggerproject.eu/wp-
content/uploads/2018/05/Deliverable-d7.4.pdf 
 
 

Shemera 
http://www.s
hemera.eu/ 
 

National Report: Lebanon 
http://www.shemera.eu/sites/shemera/files/NR%20Lebanon%2
0EN.pdf 
 
National Report: Morocco 
http://www.shemera.eu/sites/shemera/files/NR%20Morocco%
20EN.pdf 
 
National Report: Palestine 
http://www.shemera.eu/sites/shemera/files/NR%20Palestine%
20EN.pdf 
 
National Report: Syria 
http://www.shemera.eu/sites/shemera/files/NR%20Syria%20E
N.pdf 
 
National Report: Tunisia 
http://www.shemera.eu/sites/shemera/files/NR%20Tunisia%20
EN.pdf 
 
National Report: Algeria 
http://www.shemera.eu/sites/shemera/files/NR%20Algeria%20
EN.pdf 
 
National Report: Egypt 
http://www.shemera.eu/sites/shemera/files/NR%20Egypt%20E
N.pdf 
 
National Report: Jordan 
http://www.shemera.eu/sites/shemera/files/NR%20Jordan%20
EN.pdf 
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SAGE 

https://www.s
age-
growingequali
ty.eu/ 
 

Wheel Toolkit  
(Plan-Do-Check-Act) 
https://www.sage-growingequality.eu/site/toolkit 
 

EQUAL-IST 
https://equal-
ist.eu/ 
 

EQUAL-IST Toolkit: 
https://equalist.dais.unive.it/public/ 
(requires login) 
 
CROWDEQUALITY: 
https://equal-ist.eu/crowdequality-page/ 
 

EFFORTI 
https://efforti.
eu/ 
 

EFFORTI Toolbox 2.0 
https://efforti.eu/efforti-toolbox-intro 
 
https://efforti.eu/impact_story 
 

Baltic Gender 

https://www.
baltic-
gender.eu/ 
 

Implementation of Gender Equality Plans (WP8) 
https://www.baltic-gender.eu/wp8 
 
Updated Handbook of Gender-Sensitive Indicators in the Baltic 
Gender Project  
https://oceanrep.geomar.de/48716/7/MS23-BG-
Indicators%20Handbook-V3.pdf 
 
GENDERWAVE: A Digitool to support Incorporation of Gender 
Perspectives into Marine Research and Innovation  
https://oceanrep.geomar.de/50308/1/GenderWave_FINAL_11.
08_page%20numbering.pdf 
 
Gender Equality in Marine Sciences: Best Practices on Structural 
Change 
https://oceanrep.geomar.de/44349/1/CAU_Baltic%20Gender%
20Broschu%CC%88re_2018_WEB-FINAL.pdf 
 

LIBRA 
https://www.
eu-libra.eu/ 
 

Tailor Gender Equality Plans  
https://www.eu-libra.eu/work-packages/tailor-gender-equality-
plans 
(No further information provided) 
 
How to design, implement and follow-up a Gender Equality Plan 
https://www.eu-libra.eu/tags/gep 
(Two workshops but no further information provided) 

PLOTINA 
http://www.pl
otina.eu/ 
 

PLOTINA Toolkits 
 
-Formative Toolkit 
https://www.plotina.eu/plotina-formative-toolkit/ 
 
-Monitoring Tool 
https://www.plotina.eu/monitoring-tool/ 
 
PLOTINA Library of Actions and Case Studies  

https://www.sage-growingequality.eu/
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https://www.sage-growingequality.eu/site/toolkit
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https://www.baltic-gender.eu/
https://www.baltic-gender.eu/
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https://www.plotina.eu/library-of-actions-and-case-studies/ 
 
 

Jerri 

https://www.j
erri-
project.eu/jerr
i/index.php 
 

https://www.jerri-project.eu/jerri-
wAssets/docs/deliverables/wp-
4/JERRI_Deliverable_D4_2_Transformative-RRI-action-plan-for-
Fraunhofer_2018.pdf 
 
https://www.jerri-project.eu/jerri-
wAssets/docs/deliverables/wp-
5/JERRI_Deliverable_D5_2_06112018.pdf 
 
https://www.jerri-project.eu/jerri-
wAssets/docs/deliverables/wp-
6/JERRI_Deliverable_D6_2_final_version.pdf 
 
https://www.jerri-project.eu/jerri-
wAssets/docs/deliverables/wp-
7/JERRI_Deliverable_D7_2_TNO_Revised_Action_Plans_Final.pd
f 
 

GE Academy 
https://ge-
academy.eu/ 

Creating your gender equality plan  
https://ge-academy.eu/creating-your-gep/  
(online course requiring registration) 
 
Introduction to Gender Equality Plans 
https://www.youtube.com/watch?v=x6zgcHyDe5o 
 
Gender Equality Plan Design and Implementation 
https://ge-academy.eu/gender-equality-plan-design-and-
implementation-registration-is-open/ 
(past webinar-no links to the content) 

Granted 
https://www.
granted-
project.eu/ 

The complexity of GEP implementation 
https://www.granted-project.eu/wp-
content/uploads/2021/01/Holzinger_Schiffbaenker_GEP-
complexity_v02_sent.pdf 
 
Identifying Gender Bias and its Causes and Effects 
https://www.granted-project.eu/wp-
content/uploads/2021/04/GRANteD_D2.1.pdf 
(The Data Template: pp. 42-50) 

Act 
https://act-
on-gender.eu/ 

Community Mapping Report: 
Cooperation, Barriers and Progress in 
Advancing Gender Equality in Research 
Organisations 
DOWNLOADED FILE 
(pp. 8-18) 
 
Conceptual Framework 
https://www.genderportal.eu/sites/default/files/resource_pool
/act_d1.1_conceptualframework_08feb2019_submitted_1.pdf 
(pp.34-36) 
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The GEAM Tool 
https://geam.act-on-gender.eu/ 
 
Community of Practice Co-Creation Toolkit v.2 
(DOWNLOADED FILE) 
(pp. 9-12, pp. 22-24) 

Change 

https://www.c

hange-

h2020.eu/ 

The Change Approach 
https://www.change-
h2020.eu/bilder/CHANGEprojectpresentation_IFZ.pdf 
 
Implementing Gender Equality Plans through an action-research 
approach: Challenges and Resistances 
https://www.change-
h2020.eu/bilder/WorkingpaperECRM2020.pdf 
 
Gender Issues in Pandemic Times 
https://www.change-h2020.eu/news.php?id=change_136 
 

Geecco 

http://www.g
eecco-
project.eu/ho
me/ 

Gender Equality Plans in Technical Universities and the Use of 
Logic Models 
https://www.youtube.com/watch?v=Onn8MINIlpg 
(explanatory video) 

Spear 
https://gende
r-spear.eu/ 

The GEAR Tool 
https://gender-spear.eu/virtual-materials 
 
Gender Equality Audit and Monitoring (GEAM) Tool  
https://www.genderportal.eu/ 
(requires registration) 
 
Self-Assessment Scales for Measuring Gender Equality as a Tool 
for Awareness Raising and Facilitating the Implementation of 
GEPs  
https://gender-spear.eu/blog/post/45/self-assessment-scales-
for-measuring-gender-equality-as-a-tool-for-awareness-raising-
and-facilitating-the-implementation-of-geps 
 

Supera 
https://www.s
uperaproject.
eu/ 

Gender Equality Plans for 6 Organisations  
https://www.superaproject.eu/gender-equality-plans/ 
 

GEAR  

The GEAR Step-by-Step Guide for Establishing a Gender Equality 
Plan  
https://eige.europa.eu/gender-
mainstreaming/toolkits/gear/step-step-guide 
 
GEP of the Autonomous University of Barcelona 
https://eige.europa.eu/sites/default/files/uab_third_action_pla
n_2013-2017.pdf 
 
GEP of the National University of Ireland Maynooth 
https://eige.europa.eu/sites/default/files/maynooth-
univ_gep_2014-2016.pdf 
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https://gender-spear.eu/blog/post/45/self-assessment-scales-for-measuring-gender-equality-as-a-tool-for-awareness-raising-and-facilitating-the-implementation-of-geps
https://www.superaproject.eu/gender-equality-plans/
https://eige.europa.eu/gender-mainstreaming/toolkits/gear/step-step-guide
https://eige.europa.eu/gender-mainstreaming/toolkits/gear/step-step-guide
https://eige.europa.eu/sites/default/files/uab_third_action_plan_2013-2017.pdf
https://eige.europa.eu/sites/default/files/uab_third_action_plan_2013-2017.pdf
https://eige.europa.eu/sites/default/files/maynooth-univ_gep_2014-2016.pdf
https://eige.europa.eu/sites/default/files/maynooth-univ_gep_2014-2016.pdf


    

This project has received funding from the European Union’s Horizon 2020  65 
research and innovation programme under grant agreement No. 872260 

 
GEP of Stockholm University- Department of Political Science 
https://eige.europa.eu/sites/default/files/stockholm-
univ_gep_2014-2016.pdf 
 
GEP of University of Helsinki 
https://eige.europa.eu/sites/default/files/univ-
helsinki_equality_plan_2013-2016.pdf 
 
GEP of University of Vigo 
https://eige.europa.eu/sites/default/files/univ-vigo_gep.pdf 
 
GEP of Uppsala University 
https://eige.europa.eu/sites/default/files/uppsala-
univ_gep_2013-2015.pdf 
 
Gender Equality Law in 33 Countries 
https://eige.europa.eu/sites/default/files/ge_law_33_european
_countries_2015_en.pdf 
 
Existing Laws and Policies Related to the Integration of Gender 
Equality in Research and Higher Education in your Country 
https://eige.europa.eu/gender-
mainstreaming/toolkits/gear/legislative-policy-backgrounds 
 

Genera 

https://genera
-
project.com/i
ndex.php 
 

Roadmap for the Implementation of Customised Gender 
Equality Plans  
https://genera-
project.com/portia_web/D4.2_Roadmap_for_the_implementati
on_of_customized_Gender_Equality_Plans_rev1.pdf 
 
Evidence and Recommendations for Physics to Implement and 
Monitor Gender Equality Plans  
https://genera-
project.com/portia_web/GENERA_Policy_Brief_3_implementing
_GEPs.pdf 
 

EIGE  

Roadmap to Gender Equality Plans  
https://eige.europa.eu/sites/default/files/gear_roadmap_01_sh
ortguide.pdf 
 

https://eige.europa.eu/sites/default/files/stockholm-univ_gep_2014-2016.pdf
https://eige.europa.eu/sites/default/files/stockholm-univ_gep_2014-2016.pdf
https://eige.europa.eu/sites/default/files/univ-helsinki_equality_plan_2013-2016.pdf
https://eige.europa.eu/sites/default/files/univ-helsinki_equality_plan_2013-2016.pdf
https://eige.europa.eu/sites/default/files/univ-vigo_gep.pdf
https://eige.europa.eu/sites/default/files/uppsala-univ_gep_2013-2015.pdf
https://eige.europa.eu/sites/default/files/uppsala-univ_gep_2013-2015.pdf
https://eige.europa.eu/sites/default/files/ge_law_33_european_countries_2015_en.pdf
https://eige.europa.eu/sites/default/files/ge_law_33_european_countries_2015_en.pdf
https://eige.europa.eu/gender-mainstreaming/toolkits/gear/legislative-policy-backgrounds
https://eige.europa.eu/gender-mainstreaming/toolkits/gear/legislative-policy-backgrounds
https://genera-project.com/index.php
https://genera-project.com/index.php
https://genera-project.com/index.php
https://genera-project.com/index.php
https://genera-project.com/portia_web/D4.2_Roadmap_for_the_implementation_of_customized_Gender_Equality_Plans_rev1.pdf
https://genera-project.com/portia_web/D4.2_Roadmap_for_the_implementation_of_customized_Gender_Equality_Plans_rev1.pdf
https://genera-project.com/portia_web/D4.2_Roadmap_for_the_implementation_of_customized_Gender_Equality_Plans_rev1.pdf
https://genera-project.com/portia_web/GENERA_Policy_Brief_3_implementing_GEPs.pdf
https://genera-project.com/portia_web/GENERA_Policy_Brief_3_implementing_GEPs.pdf
https://genera-project.com/portia_web/GENERA_Policy_Brief_3_implementing_GEPs.pdf
https://eige.europa.eu/sites/default/files/gear_roadmap_01_shortguide.pdf
https://eige.europa.eu/sites/default/files/gear_roadmap_01_shortguide.pdf
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1 Introduction to the Johnson and Scholes Cultural Web  
The Cultural Web, developed by Johnson and Scholes (1988) is an analytic tool and guide for 

exploring an organisation’s culture and to facilitate organisational change. It has been used 

regularly by consultancies to understand an organisation’s ‘corporate culture’, to design an 

organisation’s strategic direction and to implement strategic change. Key culturally sensitive 

elements of the framework include the core idea of the ‘paradigm’ that signifies the particular 

influences and positioning of different organisational cultures. This provides a strong basis 

from which institutions can question and challenge normative practices, and determines 

change. The Cultural Web comprises six elements surrounding the ‘paradigm’, which 

demonstrates how people within the institution perceive it, ‘the reality’ of the institution (see 

Johnson and Scholes Figure 1).  

 

 

Figure 1: Cultural Web Source: Johnson and Scholes (1988) 

 

2 The Cultural Web and TARGETED MPI 
The ULANC team has adopted and adapted Johnson and Scholes’ Cultural Web as a framework 

and tool to aid the development and operationalisation of GEPs for TARGETED-MPI.  It will be 

applied by each partner organisation as they collect data, to help inform context appropriate 

GEP design and implementation. The framework is a key methodological tool that TARGETED-

MPI will use to identify innovative strategies for GE development, and will provide useful 

baseline data alongside other information collected by the project.  
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The use of the Cultural Web as an analytic tool has been utilised within research in higher 

education as a means to explore organisational change (Handscombe, 2003).  Articulating the 

different elements of culture within B&M schools enables institutions to build a cultural 

profile of their particular organisation, an important aspect of developing, implementing and 

monitoring bespoke GEPs. By exploring their organisational culture, partner institutions can 

identify what and who their organisation values and rewards, where power and influence lies 

and how structures, processes and resources are enabled and for whom.  

The adaptation of the Cultural Web is informed by the critical and feminist theoretical 

underpinnings of TARGETED MPI that are concerned to (i) challenge traditional and taken-for-

granted ways of thinking and being, enabling the questioning of dominant and prevalent 

norms, practices, discourse and institutions, and (ii) consider how gender is experienced 

through organisational systems, structures, processes and practices. The adaptation therefore 

provides a critically informed gender lens to the cultural elements, to offer a gender-aware 

diagnostic tool to identify and map representational issues and to reveal deeper, implicit 

issues of how inequality is embedded in structures, processes, practices and systems. Building 

this picture can help to identify enablers and barriers to cultural change. Reflecting TARGETED 

MPI deliverable D2.1 (Apospori et al, 2021), and the TARGETED MPI Green Paper D3.1 (Leitch 

et al, 2021) that point to the need for greater clarity and understanding of cultural factors, the 

Cultural Web framework can reveal practices and deeply embedded ways of doing that sustain 

gender inequalities, and it can also surface key levers for change to advance gender equality.  

Illuminating internal stakeholders’ understanding and experience of their institution can also 

help to identity policy-practice gaps including unintended consequences of policy, a key 

aspect identified in TARGETED MPI deliverable D2.1 (Apospori et al.), Thus, the adapted 

gender-aware cultural web is a framework which will be used to uncover the micro-politics 

and gender practices that can distort policies and practices aimed at overcoming gender 

inequality, and therefore, promote transparency. The gender aware model is built to identify 

interlinked elements that comprise organisational culture, and to be employed to audit 

procedures and practices to identify deeply rooted gender biases within each participating 

institution.  

 

3 The Gender Aware Cultural Web 
ULANC has adapted the Johnson and Scholes Cultural Web to develop a gender-aware Cultural 

Web framework, however the intent is that it can be customised and refined to suit differing 

country and institutional contexts and circumstances, whilst maintaining a level of consistency 

in data collection and analysis across the partner institutions. The cultural web is a way to 

understand the partner institution’s present culture, providing helpful baseline data, and the 

elements that can help define it moving forward.  

The adaptation of the cultural web as a gender aware framework is below.  This outlines each 

of the six key elements followed by a gender aware adapted list of questions for each element 

under the heading ‘a gender lens’. These questions can be used as prompts in data collection 
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in focus groups and follow up interviews (details below), or in data analysis to help reveal 

particular assumptions and patterns. 

 

1. Stories  

This element is seen as a collective ‘memory’ of the institution. For this element, it is helpful 

to think about the stories that the institutions tell; such as how was the university founded? 

Who are the key players? How do they describe working for the institution? The stories should 

illuminate the values that the institution holds. How is the institution’s story encouraging 

employees to follow certain paths to become part of the institution’s history?  

A gender lens: what do these stories tell us about who and what is prioritised and valued 

(including knowledge, acts, ways of doing, traits, roles etc)? Who or what gets attention? Are 

there particular patterns or values emerging that promote GE or that mask it/act as barriers, 

or that might be seen as particularly masculine or feminine?  Who and what are the 

heroes/heroines (key drivers) of these stories?  

 

2. Rituals and Routines  

These are the various behaviours and actions that are viewed as acceptable in an HE 

institution. Routines can also be understood as expectations, which could include what an 

employee can expect coming into work every day, leaving work, or what activities throughout 

the day look like. In various recurring scenarios, employees learn how they are expected to 

behave and what constitutes ‘normal’ behaviour. Whether or not that behaviour is productive 

is up for debate, but it is what has become normalised as part of the “culture”.  

A gender lens: are there particular expectations of working hours (including for different 

levels of staff)? Are there expectations of availability for travel? Does the timing of formal and 

informal events take into account family/caring commitments? Who is included in different 

routines and rituals e.g. formal/ informal networks?  ways of behaving in meetings? 

 

3. Symbols  

Symbols play their role in the cultural web as part of organisational branding. Think of it as 

anything visual: logos, branding, the way the office looks, dress codes at work, 

advertisements, and more. Both internal and external, it is the visual communication of an 

institution that influences this element. Questions to ask such as: When you think of your 

institution, what images do you imagine? How does your institution ‘look’ to you?  

A gender lens: What are key symbols and logos for the institution and the wider organisation 

(e.g. University within which the B&M school is located)? What kind of imagery is used in 

promotional material e.g. equal representation of men and women in brochures and on 

websites? What does the layout of the institution look like e.g. allocation of office space and 
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does this differ for different levels of staff (how are such spaces allocated?) Also, are there 

spaces dedicated to family needs/nursing mothers? Formal and informal dress codes – what 

do men and women wear, what is more or less acceptable? Do codes differ according to 

gender?  

 

4. Organisation Structures 

There are two key elements at play in this element of the cultural web: Written influence and 

unwritten influence. 

The first is as simple as an organisational chart. Whether flat or hierarchical, this is the very 

clear organisational structure of who works where, who reports to who, and ultimately has 

final decision-making power. 

Beyond that, things get a bit unclear. That’s because Johnson and Scholes were also careful to 

define the idea of ‘unwritten influence’ in an organisation. This can include people who have 

incredible amounts of influence that are not reflected in an organisational chart. Ultimately, 

this determines whose contributions carry the most value, who can be looked to for decision 

making, and acknowledges some of the political elements that may be in play at the same 

time. For that reason, this element can be the most revealing for organisations. 

A gender lens: looking at organisational structure we can ask who holds which roles 

(distribution between men and women), which are the strategic roles, and to whom are they 

allocated (distribution between men and women)? Are there gendered patterns in role 

allocation? How are roles allocated (recruitment processes, transparency of role allocation), 

who gets reward for which roles (status, value)? Are there particular networks of influence – 

‘unwritten influence’ – including informal networks (socialising, lunches, meetings after 

work)?Who is included and who is not? Is there a gendered pattern here? An example would 

be ‘old boys’ network’.   

 

5. Control Systems 

The next element is based on how control is exerted in an organisation. This would focus on 

‘performance management’ - and how employees are graded on how they work and how they 

succeed in their various roles. The participants would be asked to think about things like 

financial systems, quality control, and rewards. These are the ways in which good 

performance is encouraged, and the way poor performance is handled, corrected, and dealt 

with (whether effectively or ineffectively). This is where questions surrounding perceptions of 

meritocracy can be asked and more detailed information can be extracted from a particular 

organisational culture.  

A gender lens: Are expectations of male and female academics different when it comes to 

teaching, admin and research roles; are these expectations explicit or implicit and how are 

they made explicit or implicit? Is performance and achievement /success viewed differently 
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for men and women, in what way? Do perceptions of achievement/success/performance 

affect career advancement differently for men and women – in what way? To what extent are 

different circumstances (e.g. maternity leave, caring roles) taken into account in 

measurement of performance? 

Who has level of control over different systems in the organisation e.g. teaching curriculum 

and what is essential content (are there gender aware materials?), who controls financial 

resources, who determines what is useful or good work (where does gender equality fit)? 

(Division of ‘control’ roles between men and women?) What attracts merit in the 

organisation?   

 

6. Power Structures 

This is what some call the ‘real power’ within an organisation. It is essentially the centre or 

power, and it can take many different forms. It could be one person, a handful of managers, 

an entire group, or a department that has influence over the entire institution/organisation. 

When thinking about it, the key here is knowing which people have the greatest say, how an 

organisation runs, and how their opinions dictate strategic direction when it comes to 

addressing a particular issue or policy which the study is investigating. 

A gender lens: Where is the power (individuals/teams)? Who has power, is there a particular 

hierarchy and if so, is it gendered? Who or which function has most power? And how is this 

translated into policies for change towards achieving gender equality? In what fora are 

decisions made? And how transparent in decision-making?  

 

4 A Guide to Using the Gender Aware Cultural Web 
A central goal is to provide a cultural study of each partner institution. This provides the 

opportunity to reflect any gender inequity, and also it will identify lack of diversity more 

broadly in our institutions.  Partner institutions are advised to begin with focus groups to gain 

a range of perspectives on the issues and to identify any particular themes to follow up where 

appropriate through individual interviews.  Interviews may be held with those who have 

participated in focus groups, and might also be held with those who have not been involved 

in focus groups. The key criterion is the relevance of the individual and their experience or 

insights to provide information on what is being investigated. While focus groups and 

interviews are the key instruments for data collection, each partner institution will identify 

further data they will want to access that will be helpful in understanding the organisation’s 

culture and in the development of GEPs. Examples of additional helpful information are 

provided related to each of the six elements in Table 1 below. Some of this information may 

be available from other data available to partner institutions such as reports and also from 

other TARGETED MPI project activities e.g. ex-ante evaluation, state of practice reports.  
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Element Stories Rituals & 

Routines 

Symbols Organisation 

Structures 

Control 

Systems 

Power 

Structures 

Additional 

useful 

information 

to develop 

a cultural 

profile of 

the 

institution 

Stories of 

the 

institution 

that appear 

on the 

website or 

in 

promotional 

materials. 

Information 

on regular 

routines 

e.g. 

seminar 

series, 

institution 

events 

including 

social 

activities. 

Timing and 

access. 

Examples of 

visual 

representation 

of the 

institution e.g. 

images, 

branding, 

logos from 

website and 

promotional 

materials.  

Organisation 

chart with 

functions, 

roles, and 

reporting 

structure 

including 

details of 

where EDI 

committees 

are located 

and/or 

where EDI 

issues are 

considered. 

Performance 

criteria, 

measurement 

including 

performance 

development 

review 

systems. 

Accessibility, 

transparency. 

Key decision-

making bodies in 

the organisation 

(representation), 

make-up of 

committees. 

Table 1: Additional information to aid understanding of an organisation’s culture. 

 

4.1 Qualitative Data Collection – Focus Groups  
The aim of focus groups is to gain professional opinions from a range of internal stakeholders 

in the partner institution on the different elements of culture.  Focus groups will typically 

comprise between 6 and 8 people and will include a range of people pertinent to the areas of 

interest; this might include for instance, representation from across academic levels, from HR 

functions, and from professional service roles.  

Focus groups will be audio recorded. A member of the partner institution’s team with 

qualitative research experience will facilitate focus groups and another member should act as 

scribe (and record the session) and prompt the facilitator to ask follow up questions on an 

emerging theme. Ideally, focus groups will be held in face-to-face settings, and will take place 

at times convenient to participants.  

If face-to-face is not possible e.g. due to COVID-19 restrictions, focus groups will take place 

online using the partner institution’s preferred platform and will be recorded. This may also 

mean that a smaller number of participants should be placed in each focus group session.  

Participants will be provided with participant information and consent sheets in advance, 

which are already available within the project (see ethical considerations section 5). 

Focus groups should centre on the discussion among participants with the facilitator guiding 

the discussion and prompting where appropriate for more information including specific 

examples.  The focus group discussions will be based on the six elements from the cultural 

web, initially posed as open questions to generate interest and to get a feel for the most 
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pressing issues around gender (in)equality. Partner institutions may find it helpful to focus on 

different elements of the cultural web with different focus groups depending on the 

participants, and some elements may have more or less relevance for institutions.  It is 

important that partners use the cultural web as a tool that will help to stimulate discussion 

and so if some elements motivate more interest than others, then those elements can form 

the discussion.  Ideally, all those participating in the focus group will be given the opportunity 

to share their views. Disagreement, lack of consensus is fine – the aim is to gather multiple 

opinions, perspectives and views.  

 

Facilitator Notes 

- Introduction and welcome to the focus group, including to facilitator and all of those 

participating. 

- Providing aim of the project and aim of this particular focus group e.g. to gather data 

related to the culture of the organisation in order to identify enablers and barriers to 

gender equality, and to inform the development of Gender Equality Plans. Here brief 

mention could be made to using a cultural framework to guide questioning. 

- Outline timing and emphasise that the focus group will be recorded but names and 

identifying features of individuals will be anonymised.  

- Reminder of ground rules including that information shared within the group is not to 

be shared outside of the group so that the group members feel they can be open in 

their discussions.  

- Reminder there are no wrong or right answers, it is about gaining multiple 

perspectives in order to bring about positive change.  

- A reminder about the voluntary nature of the study and that participants can 

withdraw up to a week. (See ethics notes below). 

- Outline how the focus group will run with the facilitator introducing themes for 

discussion and welcoming wide-ranging perspectives and views. 

 

Facilitator Questions  

Section 3 outlined the overarching original framework of the Cultural Web, with the additional 

Gender-aware lens.  This section offers an exemplar outlining potential facilitator questions, 

based around be around the six elements of the cultural web: stories, rituals and routines, 

symbols, organisation structures, control systems and power structures. We propose a few 

possible general questions designed to generate discussion, followed by a gender-aware 

adapted list of questions around that element for the facilitator to draw upon as they see fit 

during the focus group session. The facilitator will introduce each element as a theme for 

discussion. The gender aware questions can be used as prompts during focus groups, and as 

a means to identify patterns, themes or key issues in analysing the data thereafter. 
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Focus Group Exemplar  

1. Are there any stories about the institution that have importance and meaning for 

those who work here? For instance any stories about how it is founded, key 

characters? 

Gender aware prompts: Are there particular heroes or heroines central to these 

stories, any particular traits that depict the organisation? 

2. What are the everyday routines of the organisation? For example are there particular 

sets of working hours for faculty, how ‘present’ are staff expected to be? Do people 

have particular rituals e.g. coffee/lunch breaks? Do different departments have 

particular ways of working? Are there regular get-togethers and when do these take 

place?  

Gender aware prompts: who is involved in setting up and maintaining the rituals? 

Who is included or expected to be included? Timing (fit with caring duties)? 

3. When you think of your institution, what images do you imagine? How does your 

institution ‘look’ to you? Any particular logos? How is space used? How do people 

dress? 

Gender aware prompts: How is space allocated? Do particular roles or functions have 

different spaces? Are there different dress codes for men and women (formal and 

informal?) 

4. Do any roles attract more status or value than others? How are strategic roles 

allocated and to whom? Are processes transparent? Are there any informal networks 

(e.g. socialising after work, the ‘old boys’ network) that have influence, and who do 

they include? 

Gender aware prompts: Do you see a gendered pattern in these processes?   

5. Who controls key organisation systems e.g. finance, recruitment, promotion, 

teaching, research, and administration? Are you aware of /have access to any 

performance criteria for career advancement that your organisation has? What do 

you think are the key success criteria for academic faculty?  

Gender aware prompts: Division of ‘control’ roles between men and women? Is 

performance and achievement /success viewed differently for men and women, in 

what way? Do perceptions of achievement/success/performance affect career 

advancement differently for men and women – in what way? 

6. Thinking of our organisation, beyond the structures, who (individual or group) do you 

think holds the ‘real power’ to make a change, to make ‘the’ final decision on issues 

at an institutional level? Describe your view of the power structures within the 

institution, is it a steep hierarchy? Is it (truly) flat? How do people reach those 

positions of power and ultimate decision making positions?  
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Gender aware prompts: Does there seem to be a gender imbalance when it comes to 

position of ‘real power’? What intentions/plans does your institution have to achieve 

gender equality? And how are these implemented, and by whom? What importance 

is gender equality afforded at senior leadership level? What is the commitment to 

gender equality, how is that commitment made clear (opinions, intention, strategy, 

action) to the rest of the organisation? How are these measured? And are you aware 

of what GE success will look like?  

 

4.2 Individual Interviews  
Focus groups are the primary instrument of data collection for the Cultural Web, and 

interviews offer the opportunity to follow up in more detail. The aim of the interviews is to 

gain individual views from across a range of professional and academic roles, from early career 

academic to senior academic and decision makers/ influencers in the organization, about 

Gender Equality in partner institutions. Individual interviews can be held to follow up 

particular lines of enquiry identified in the focus groups, for example to gain more in-depth 

understanding of an issue that has been raised or to gain greater insight into a particular 

perspective. Partner institutions will decide which lines of enquiry are important for them to 

gain more information that will help in the development and implementation of GEPs.  

Interviews will aim to understand systemic and procedural issues that can facilitate or hinder 

gender equality.  Interviews will be conducted by an experienced qualitative researcher and 

will be audio recorded. 

Ideally, interviews will be held face to face at the partner institution and conducted privately 

and at a time convenient to the participant. If face to face is not possible e.g. due to COVID-

19 restrictions, then interviews will be held online using the partner institution’s 

recommended platform and recorded. Timing of interviews should be convenient to 

participants. Each partner institution will determine their own process, which will be 

contingent on availability of interviewee, and the content to be discussed. Typically we would 

envisage the development of a semi-structured interview protocol with some specific lines of 

questioning, yet also with the flexibility to probe for more in-depth information.  A standard 

qualitative interview process would include: 

- Contacting the individual beforehand to request an interview and to provide 

information on the purpose of the interview 

- Providing the individual with the appropriate information sheet and consent form to 

complete prior to the interview 

- An indication of length of interview and location (convenient for the interviewee) 

- Interviewers would normally prepare a list of questions in advance to include any 

specific (closed) questions e.g. is there a particular policy on X, and any open questions 

e.g. in the focus group you raised the issue of Y, can you tell me a bit more about that 

from your perspective?  

- Open questions are important to gain greater understanding of the individual’s 

perceptions and thinking on an issue, and can be followed up with specific prompts 

such as, can you please provide me with an example? 
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- It can be helpful to share main themes for discussion with interviewees beforehand 

so they have some time to think through the issues. 

 

4.3 Cultural Web Templates 
Three templates are available to assist with using the cultural web, available in Appendix 2. 

 

1. The Cultural Web Planning Template to Inform GEP Development Planning: Focus 

Group Discussions 

This template offers a means to document key emerging issues from focus group discussions 

related to the six different aspects of the cultural web framework. The template can be 

completed for each focus group discussion. Templates can then be integrated to form an 

overall summary of focus group findings that assist in the development of a cultural portrait 

of the partner institution, and that can inform GEP development planning.  

 

2. Cultural Web Planning Template to Inform GEP Development Planning: Interviews 

This template has two aims. First, to capture the main details and focus of the interview, and 

second, to summarise the key points and findings arising from the interview. This template 

can be used to assist institutions in their analysis of the recorded and/or transcribed 

qualitative interviews, and templates can then be integrated to form an overall summary of 

interview findings to inform the development of the cultural portrait of the partner institution.  

 

3. Cultural Portrait Template 

This template provides a blank cultural web that can be completed by each partner institution 

following data collection, to show a cultural portrait of the institution. An example from 

Handscombe (2003) is also included as an illustrative completed exemplar. 

 

5 Ethical Considerations 
Ethics forms including participant information sheets and consent forms are available within 

the project folder.  The following includes some general information for consideration. 

Gender is complex, sensitive and can arouse emotions and controversy. Potential ethical 

issues with focus groups include being aware of power relations.  It is therefore important to 

be careful in convening groups so that there is equal representation across different career 

stages within the groups and so that staff are not in the same groups as their line managers. 

The data will comprise professional opinions regarding Gender Equality.  
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Potential ethical issues with individual interviews could be an imbalance of power relations 

between interviewer and interviewee. This will be mitigated to an extent by the Research 

Assistant conducting interviews rather than existing faculty. As individuals are being asked for 

their views on gender equality in the organisation this may (i) surface experiences related to 

inequalities and/or (ii) potentially trigger emotional reactions on recounting experiences.  

We suggest the following strategy is in place: 

1. To ensure participants are aware of the topic and the kind of questioning involved 

through the PIS and before interviews and focus groups commence. Participants will 

be able to withdraw from an interview or focus group if they feel uncomfortable. 

Participants can withdraw their data up to 1 week after an individual interview. 

Participants will be made aware of this at the start of the focus group by the facilitator 

at the same time as being introduced to how the focus group will run and the process 

including setting of ground rules.  

 

2. Clear lines of support should be made available to participants if required including (i) 

information on how to report an incident eg of bullying or harassment) (ii) contact 

details of an appropriate referral person if required eg counselling service available to 

staff. 

 

3. If someone gets upset the facilitator should offer to pause or stop the focus group or 

interview.  As noted above participants can withdraw at any time.  In the case of 

interviews, an interview can be resumed at a later time, if the participant wishes. 

 

4. If participants identify behaviour or incidents that are illegal or harmful or threatening 

to themselves or to others the facilitator should notify the project PI who will then 

refer the incident to the relevant office or person. Participants will be aware of this 

from the Participant Information Sheet and consent form. 

Participation in the study is voluntary. In line with the overall project guidelines participants 

can withdraw from the study at any time before or during the workshop, focus groups or 

interviews and up to one week following the workshop, focus group or interview. Withdrawal 

information is available in the participant information sheets.   

Within this time limit we are able to withdraw individual interview data. Regarding workshop 

and focus group data, while attempts can be made in analysis of data to disregard views of 

anyone who has withdrawn, as conversations are ongoing it may not be possible to remove 

all data. Participants will be briefed about this at the start of the focus group.  
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Template 1: Cultural Web Planning Template to Inform GEP 

Development Planning: Focus Group Discussions 
 

Instructions 

This template offers a means to document key emerging issues from focus group discussions 

related to the six different aspects of the cultural web framework. Please complete a template 

for each focus group discussion. Please do not leave any spaces blank. Templates can then be 

integrated to form an overall summary of focus group findings that provide a cultural portrait 

of the partner institution and that can inform GEP development planning. 

 

Focus Group Date, Time and Duration: 

 

Focus Group Members’ Names (for internal use only to maintain confidentiality) and Job 

Titles:  

 

1. Stories  

This element is seen as a collective ‘memory’ of the institution. For this element, it is helpful 

to think about the stories that the institutions tell; such as how was the university founded? 

Who are the key players? How do they describe working for the institution? The stories should 

illuminate the values that the institution holds. How is the institution’s story encouraging 

employees to follow certain paths to become part of the institution’s history?  

A gender lens: what do these stories tell us about who and what is prioritised and valued 

(including knowledge, acts, ways of doing, traits, roles etc)? Who or what gets attention? Are 

there particular patterns or values emerging that promote GE or that mask it/act as barriers, 

or that might be seen as particularly masculine or feminine?  Who and what are the 

heroes/heroines (key drivers) of these stories?  

 

Please identify the key issues emerging from discussion of this dimension related to the 

questions above or to other questions/themes covered in the discussion. 
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Did the discussion highlight the need for any change or action to help advance gender 

equality? Please identify: 

 

 

 

Is any further information required to help provide a fuller understanding of this dimension? 

If Yes please explain and identify who can provide this information.   

 

 

 

2. Rituals and Routines  

These are the various behaviours and actions that are viewed as acceptable in an HE 

institution. Routines can also be understood as expectations, which could include what an 

employee can expect coming into work every day, leaving work, or what activities throughout 

the day look like. In various recurring scenarios, employees learn how they are expected to 

behave and what constitutes ‘normal’ behaviour. Whether or not that behaviour is productive 

is up for debate, but it is what has become normalised as part of the “culture”.  

A gender lens: are there particular expectations of working hours (including for different 

levels of staff)? Are there expectations of availability for travel? Does the timing of formal and 

informal events take into account family/caring commitments? Who is included in different 

routines and rituals e.g. formal/ informal networks?  ways of behaving in meetings? 

 

Please identify the key issues emerging from discussion of this dimension related to the 

questions above or to other questions/themes covered in the discussion. 

 

Did the discussion highlight the need for any change or action to help advance gender 

equality? Please identify: 

 

 

 

Is any further information required to help provide a fuller understanding of this dimension? 

If Yes please explain and identify who can provide this information.   
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3. Symbols  

Symbols play their role in the cultural web as part of organisational branding. Think of it as 

anything visual: logos, branding, the way the office looks, dress codes at work, 

advertisements, and more. Both internal and external, it is the visual communication of an 

institution that influences this element. Questions to ask such as: When you think of your 

institution, what images do you imagine? How does your institution ‘look’ to you?  

A gender lens: What are key symbols and logos for the institution and the wider organisation 

(e.g. University within which the B&M school is located)? What kind of imagery is used in 

promotional material e.g. equal representation of men and women in brochures and on 

websites? What does the layout of the institution look like e.g. allocation of office space and 

does this differ for different levels of staff (how are such spaces allocated?) Also, are there 

spaces dedicated to family needs/nursing mothers? Formal and informal dress codes – what 

do men and women wear, what is more or less acceptable? Do codes differ according to 

gender?  

 

Please identify the key issues emerging from discussion of this dimension related to the 

questions above or to other questions/themes covered in the discussion. 

 

Did the discussion highlight the need for any change or action to help advance gender 

equality? Please identify: 

 

 

 

Is any further information required to help provide a fuller understanding of this dimension? 

If Yes please explain and identify who can provide this information.   

 

 

 

4. Organisation Structures 

There are two key elements at play in this element of the cultural web: Written influence and 

unwritten influence. 
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The first is as simple as an organisational chart. Whether flat or hierarchical, this is the very 

clear organisational structure of who works where, who reports to who, and ultimately has 

final decision-making power. 

Beyond that, things get a bit unclear. That’s because Johnson and Scholes were also careful to 

define the idea of ‘unwritten influence’ in an organisation. This can include people who have 

incredible amounts of influence that are not reflected in an organisational chart. Ultimately, 

this determines whose contributions carry the most value, who can be looked to for decision 

making, and acknowledges some of the political elements that may be in play at the same 

time. For that reason, this element can be the most revealing for organisations. 

A gender lens: looking at organisational structure we can ask who holds which roles 

(distribution between men and women), which are the strategic roles, and to whom are they 

allocated (distribution between men and women)? Are there gendered patterns in role 

allocation? How are roles allocated (recruitment processes, transparency of role allocation), 

who gets reward for which roles (status, value)? Are there particular networks of influence – 

‘unwritten influence’ – including informal networks (socialising, lunches, meetings after 

work)? Who is included and who is not? Is there a gendered pattern here? An example would 

be ‘old boys’ network’.   

 

Please identify the key issues emerging from discussion of this dimension related to the 

questions above or to other questions/themes covered in the discussion. 

 

Did the discussion highlight the need for any change or action to help advance gender 

equality? Please identify: 

 

 

 

Is any further information required to help provide a fuller understanding of this dimension? 

If Yes please explain and identify who can provide this information.   

 

 

 

5. Control Systems 

The next element is based on how control is exerted in an organisation. This would focus on 

‘performance management’ - and how employees are graded on how they work and how they 

succeed in their various roles. The participants would be asked to think about things like 

financial systems, quality control, and rewards. These are the ways in which good 
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performance is encouraged, and the way poor performance is handled, corrected, and dealt 

with (whether effectively or ineffectively). This is where questions surrounding perceptions of 

meritocracy can be asked and more detailed information can be extracted from a particular 

organisational culture.  

A gender lens: Are expectations of male and female academics different when it comes to 

teaching, admin and research roles; are these expectations explicit or implicit and how are 

they made explicit or implicit? Is performance and achievement /success viewed differently 

for men and women, in what way? Do perceptions of achievement/success/performance 

affect career advancement differently for men and women – in what way? To what extent are 

different circumstances (e.g. maternity leave, caring roles) taken into account in 

measurement of performance? 

Who has level of control over different systems in the organisation e.g. teaching curriculum 

and what is essential content (are there gender aware materials?), who controls financial 

resources, who determines what is useful or good work (where does gender equality fit)? 

(Division of ‘control’ roles between men and women?) What attracts merit in the 

organisation?   

 

Please identify the key issues emerging from discussion of this dimension related to the 

questions above or to other questions/themes covered in the discussion. 

 

Did the discussion highlight the need for any change or action to help advance gender 

equality? Please identify: 

 

 

 

Is any further information required to help provide a fuller understanding of this dimension? 

If Yes please explain and identify who can provide this information.   

 

 

 

6. Power Structures 

This is what some call the ‘real power’ within an organisation. It is essentially the centre or 

power, and it can take many different forms. It could be one person, a handful of managers, 

an entire group, or a department that has influence over the entire institution/organisation. 

When thinking about it, the key here is knowing which people have the greatest say, how an 
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organisation runs, and how their opinions dictate strategic direction when it comes to 

addressing a particular issue or policy which the study is investigating. 

A gender lens: Where is the power (individuals/teams)? Who has power, is there a particular 

hierarchy and if so, is it gendered? Who or which function has most power? And how is this 

translated into policies for change towards achieving gender equality? In what fora are 

decisions made? And how transparent in decision-making?  

 

Please identify the key issues emerging from discussion of this dimension related to the 

questions above or to other questions/themes covered in the discussion. 

 

Did the discussion highlight the need for any change or action to help advance gender 

equality? Please identify: 

 

 

 

Is any further information required to help provide a fuller understanding of this dimension? 

If Yes please explain and identify who can provide this information.   

 

 

 

FURTHER INFORMATION REQUIRED 

Please identify number and names (internal use only)/job titles of interviews needed to 

provide further information. 
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Template 2: Cultural Web Planning Template to Inform GEP 

Development Planning: Interviews 
 

Instructions: This template aims to capture the main details and focus of the interview, and 

to summarise the main points and findings arising from the interview. This template can be 

used to assist institutions in their analysis of the recorded and/or transcribed qualitative 

interviews, and templates can then be integrated to form an overall summary of interview 

findings to inform the development of the cultural portrait of the partner institution. Please 

ensure that each participant has read through the Project Information Sheet and has signed a 

Participant Sheet prior to engaging in any data collection activity. 

 

Interview Date, Time and Duration: 

 

Interviewee name (internal use only) and job title: 

 

Purpose of interview: please identify key areas to cover in the interview 

 

 

 

 

This section can be used to document major points/issues/findings for an interview arising 

from analysis of the interview along with any useful verbatim quotations.  

 

 

 

 

Any follow up information or conversation required? If yes, please explain what is required 

and from whom. 

 

 

 



    

This project has received funding from the European Union’s Horizon 2020  87 
research and innovation programme under grant agreement No. 872260 

Template 3: Cultural Portrait Template 

 

 

Cultural Web – Portrait Exemplar (Handscombe, 2003)  
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Appendix C: GEP Development Template 
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1 Introduction 
The objective of this document is twofold: i) to provide partners with a systematic way, i.e., a 

template, for presenting the content of the steps of the GEP development process and ii) to 

provide guidance to the project partners on the type of content that they are expected to 

report in each section of the template. Therefore, both the template for the GEP development 

process and the guidance on how to complete it are provided in this document. 

The remainder of this document is structured as follows: 

- Section 2 includes the description of the objectives of partners’ GEPs. 

- Section 3 reports the activities undertaken by the partner with respect to awareness 

raising on GE and the GEP in the partner institution and the engagement of 

stakeholders in the development of the GEP. 

- Section 4 reports the information collected/content developed in the four steps of the 

GEP development process (mapping, analysis, identification of GE issues, 

development of GEP). 

 

2 Objectives of GEP 
Please describe here the overall objective(s) of the GEP of your institution. 

 

insert text here 

 

3 Basic Requirements for the Development of the GEP 
 

3.1 Awareness Raising 
Please describe here the activities that you have undertaken in relation to the raising of 

awareness in your institution about Gender Equality and the development of the GEP. 

 

insert text here 

 

 

3.2 Stakeholder Engagement 
In this section you are asked to describe the activities that you have undertaken for engaging 

with stakeholders during the development of your GEP. 
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3.2.1 Internal Stakeholders 

In describing the engagement with the internal stakeholders, please: i) identify the different 

categories of internal stakeholders with which you have engaged (e.g., department heads, 

HR management department, senior management, faculty members) and ii) describe here 

the engagement activities that you have undertaken with each category of internal 

stakeholders during the development of your GEP. 

 

insert text here 

 

 

3.2.2 External Stakeholders 

In describing the engagement with external stakeholders, please: i) identify the different 

categories of external stakeholders with which you have engaged (e.g., GE policymakers, 

professional networks, GE/women’s associations, NGOs, national/international 

organisations) and ii) describe here the engagement activities that you have undertaken 

with each category of external stakeholders during the development of your GEP. 

 

insert text here 

 

 

4 Steps for the Development of the GEP 
In this section you are asked to document the information collected/content developed in the 

various steps of the GEP development process. The GEP development process consists of four 

steps: i) mapping, ii) analysis, iii) identification of GE issues, iv) development of GEP. 

 

4.1 Mapping/Researching the GE Context 
In this subsection you are asked to provide information you have collected in relation to the 

mapping of the national/institutional GE context. In doing so, please provide references to the 

sources from which the information came (e.g., documents, web links). 

 

4.1.1 Review of Country GE Legislation / Policies 1 

Please describe the legislation/policies that define GE in your country in terms of: 

                                                           
1 Some of the information related to national GE legislation / policies may be available in the SoP report 
of your country / institution. 
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- Name of policy/legislation 

- Category of implementation (national/regional/local) 

- Target group of policy/legislation 

- Gender issues addressed by the policy/legislation 

- Policy measures, targets, indicators 

- Structures and frameworks to support legislation/policy change 

- Implementation of national GE policies in the university 

- Success factors 

- Lessons learned 

- Stakeholders involved in the legislation/policy implementation 

 

insert text here 

 

 

4.1.2 Review of Institutional GE Context 2 

Please provide the information that you have collected on the GE 

policies/regulations/practices in your institution in terms of: 

- Description of policy/regulation/practice 

- Target group 

- Gender issues addressed 

- Policy measures, targets, indicators 

- Structures and frameworks to support the policy/regulation/practice 

- Success factors 

- Lessons learned 

- Stakeholders involved in the policy/regulation implementation 

 

insert text here 

 

 

4.1.3 Collection of Gender-Disaggregated Data 

Please provide the gender-disaggregated data that you have collected. For potential 

categories of gender-disaggregated data please use the ex ante evaluation template that 

has been developed by the WP5 leader BUL (and can be found in this link: 

                                                           
2 Some of the information related to the institutional GE context (regulations, policies etc.) may be 
available in the SoP report of your country / institution 
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https://forms.gle/tW2EXKnDm2LyazZi6). Some of these data may already be part of your 

ex-ante evaluation report. Such data may include: 

- Numbers of academic faculty by gender at all levels 

- Numbers of administrative staff by gender at all levels 

- Average numbers of years needed for women and men to make career 

advancements 

- Glass Ceiling Index 

- Number of women and men in governing bodies 

- Number of women and men in leadership positions 

- Number of female lead research projects/grants 

- Number of female and male students at all levels and for all disciplines 

 

 

insert text here 

 

 

4.1.4 Cultural Web 
In this section you are asked to document the activities that you have undertaken with respect 

to the implementation of the Cultural Web in your institution. 

 

4.1.4.1 Focus Groups 

Please describe the activities that you have undertaken for organising and hosting the focus 

groups in your institution. More specifically, you should describe: 

- The process of organisation of the focus groups 

- The date and time of each focus group 

- The synthesis of each focus group (in terms of the general employment category of 

the focus group participants, e.g., academic staff, administrative staff, postdoctoral 

researchers) – no personal details of the participants such as name, specific position 

in the organisation or any other details that can lead to their identification 

 

insert text here 

 

4.1.4.2 Individual Interviews 

Please describe the activities that you have undertaken for organising and hosting 

individual interviews in your institution. More specifically, you should describe: 

https://forms.gle/tW2EXKnDm2LyazZi6
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- The process of organisation of the interviews 

- The date and time of each interview 

- The general employment category of the interviewee – no personal details of the 

participants such as name, specific position in the organisation or any other details 

that can lead to the identification of the interviewee. 

 

insert text here 

 

 

4.2 Analysis of the GE Context 
Please describe here: i) the analysis of the data that you have collected (national GE context 

institutional GE context, gender-disaggregated data, cultural web data), ii) the methods of 

analysis that you have used for performing the data analysis. 

 

insert text here 

 

4.3 Identification of GE issues/Areas of Intervention 
Please describe here i) the results and findings from the data analysis and ii) the GE 

issues/areas of intervention that you have identified as worthy of attention for your 

institution. In doing so, please include the following elements: 

- Results and findings of the data analysis 

- Identified GE issues/areas of intervention 

- How you have used the results and findings from the data analysis to identify the 

GE issues/areas of intervention that merit attention. 

- If, and if yes how, you have used other outputs of the project, such as D2.1 

“Synthesis of GE SoA and SoP” (Apospori et al, 2021), D3.1 “Green Paper: GE Issues 

in B&M Schools” (Leitch et al, 2021), D5.2 “Ex ante Evaluation” (Ozbilgin and 

Gundogdu, 2021) to inform the identification of the GE issues/areas of 

intervention. 

 

insert text here 

 

4.4 Development of GEP 
In this section you are asked to describe the process of selecting the actions that are included 

in your GEP. 
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4.4.1 Selection of Actions to Be included in GEP 

Please describe here the actions that you will include in your GEP. In doing so, please 

include the following elements: 

- The title of each action 

- The GE issue/area of intervention it addresses 

- How you have reached the decision for including this action in your GEP 

 

insert text here 

 

4.4.2 Description of GEP Actions 

Please describe here the details of the actions to be included in your GEP. In doing so, please 

include the following elements: 

- Description of action 

- Feasibility check of the action (see feasibility check template in Section 4.4.5) 

- Time plan for the implementation of the action 

- Division of responsibilities for the implementation of the action 

- Organisational structures needed to implement the action 

- Resources required for the implementation of the action 

- Monitoring indicators and targets 

 

insert text here 

 

4.4.3 Description of GEP Implementation Timeframe 

Please describe here the timeframe for the implementation of the GEP. In doing so, please 

identify any important milestones in the GEP implementation process. 

 

insert text here 
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1 Introduction to the Guidelines 
The objective of this document is twofold: i) to provide partners with a systematic way (i.e., a 

template) to follow when assessing the feasibility of actions for change and ii) to provide 

guidance to the project partners on the type of content that they should look to report in each 

section of the feasibility template.   

 

2 Feasibility Template and TARGETED-MPI 
In moving the work forward, those gathering the data should look to generate detailed 

information around the narrative accounts of the situations participants refer to around the 

cultural web policies, structures, rules, contexts, actors, dynamics and trends.  We suggest 

completing the feasibility template alongside the action plan template. We also suggest that 

you look at completing a feasibility template for each action point. In completing the template, 

we suggest you work through the following ten steps. 

  

3 The Ten-Step Guide 
This guide works alongside the Feasibility Template. It is designed to help you move forward 

with your GEP. 

 

Step 1 – Brief description of action point 

In step 1, we suggest you provide a brief description of the action point and some 

background. You might want to start off by saying,  

This action point relates to/is about/………………….  

 

Step 2 – What is the change that needs to happen? 

In step 2, build on step 1 by describing the change that needs to happen. We ask you to focus 

especially on the change and start unpacking this change.   

The change that needs to happen is…………………. 

 

Step 3 – What does the institution need to do to make this change happen? 

In step 3, we invite you to start reflecting on the institution and what the institution needs to 

do to embrace this change. We also ask you to reflect on the feasibility of this change and how 

realistic is it to bring about this change given the nature of the institution and your context.  

To make this change the institution needs to…………………. 
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How realistic/feasible will it be to make this change happen?  

If not realistic/feasible, what actions/steps need to be taken going forward by/within the 

institution?  

 

Step 4 – How realistic and feasible is this change? 

Step 4 invites you to work through whether this change is realistic or unrealistic. In other 

words, do you think it can be done or not? This is important because it may well be that there 

are some changes that are just not realistic and that you will not be able to action. Such 

changes might, for example, need to be taken at the national level and thereby 

are outside of the context of your institution.   

This change is realistic/unrealistic because…………………. 

 

Step 5 – What is the institution’s target for this change? 

Step 5 looks for you to reflect on what the institution’s target is for this change. For example, 

the end goal of this change is often an ideal situation that the institution will want to arrive at 

in terms of this change. Again, we invite you at this point to think through how realistic and/or 

feasible will it be to make this change happen. We also invite you to comment on what might 

happen if it is not realistic or feasible, as well as what steps need to be undertaken by the 

institution to deal with this action. 

The institution’s target for this change is…………………. 

How realistic/feasible will it be to make this change happen? 

If not realistic/feasible, what actions/steps need to be taken going forward by/within the 

institution? 

 

Step 6 – What resources are needed to make this change? 

Step 6 pushes you to reflect on what resources you need to make this change happen. For 

instance, who do you need to support the change, does your current (for example) HR 

department have the capacity to take this task on, what are the financial implications, do you 

have the finances to act on the change, can the institution offer a change in their recruitment 

policy/student allocations, etc.? Again, here we also ask you to reflect on how 

realistic/feasible this change might be, 

(e.g. human resource, financial resource, change in policy, instructions, etc.) 

To make this change, we need the following resources: 

1) 

2) 
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Etc. 

How realistic/feasible will it be to make this change happen? 

 

Step 7 – What is your timeline for bringing about this change (for example 1 month, 6 

months, 12 months, 18 months, 3 years, etc.)? 

Step 7 asks you to think through the timeline. This timeline aspect is especially important 

because different points will be actioned within different timeframes. You will not be able to 

implement every change immediately. So, you need to think through the possible timeline for 

doing the change. Please also bear in mind the practices and policies of your institution as 

these will impact on the timeline for change. This means you also need to think through the 

policies for making change. For example, what if something has to be passed by senior people 

who sit on an external board at your institution or a management board at your B&M School? 

So reflect here on what the process for change is. It might be that there is a checklist for 

institutional change that you can use to support your management of the process. Again, for 

this step you need to think carefully about what is realistic/feasible as well as what actions 

and steps you need to take within the institution to make change happen. This means working 

with the process and practices of the institution. If you try to step outside of these processes 

and practices, you are much less likely to be able to initiate change. 

The timeline for bringing about this change is…………………. 

How realistic/feasible will it be to make this change happen? 

If not realistic/feasible, what actions/steps need to be taken going forward by/within the 

institution. 

Step 8 – Do you see this change as being short term, midterm, long term, ongoing? 

Step 8 invites you to comment on whether the particular change you are dealing with in your 

template is short term, midterm, long term or ongoing. This will help you and your institution 

build a clear picture of the changes you are looking to make and their timeframe. It will also 

help you when you need to communicate with your stakeholders so they know what to expect 

and when. 

We see this change as being…………………. 

How realistic/feasible will it be to make this change happen within this timeframe? 

If not realistic/feasible, what actions/steps need to be taken going forward by/within the 

institution? 

 

Step 9 - What are the indicators (qualitative and quantitative) that show whether the target 

has been achieved?  
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Step 9 asks you to consider the indicators that will tell you whether the target has been 

achieved. For instance, you might be looking to increase your number of female students 

within a particular degree programme, or you might want to ensure that the classroom is 

inclusive in terms of gender and diversity when it comes to external speakers. For some 

indicators, you will be able to use quantitative data to support, for example, recruitment 

processes and student numbers. For others you might want to use qualitative indicators, for 

example revisiting your gender equality plan through discussions and focus groups. It is 

important that you set your indicators and that these align with how your institution 

functions. This will help you determine whether you are achieving your targets. Again, we 

invite you to comment  

The indicators we will use to show whether change has been achieved are…………………. 

How realistic/feasible will it be for you to set these targets to make this change happen? 

What are the qualitative indicators that you will use? 

What are the quantitative indicators that you will use? 

If not realistic/feasible, what actions/steps need to be taken going forward by/within the 

institution to support you in developing the indicators? 

 

Step 10 – How will this change be monitored? 

Step 10 encourages you to reflect on how this change will be monitored over time. This will 

allow you and your institution to ensure that you continue to push forward at all times and 

that all the good work you have done and the changes you have implemented are not lost. 

Gender equality planning should be an ongoing process within the institution. For the purpose 

of this template, we have divided the change into short-term, midterm, long-term and 

ongoing change. We have given you some indicative time indications, however, we 

understand that you might work to different timeframes for your institution. Again, we also 

invite you to think through how realistic these timeframes are and how feasible it is to do 

things within these timeframes. We do this to ensure that you keep reflecting on the process 

and the nature of the task. 

This change will be monitored in the following ways: 

a) In the short term (6 months) 

b) In the midterm (18 months) 

c) In the long term (3 years +) 

d) Ongoing 

How realistic/feasible will it be to make this change happen within this timeframe? 

If not realistic/feasible, what actions/steps need to be taken going forward by/within the 

institution? 
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Feasibility Template – The Ten-Step Guide 
Before completing this document, please refer to the Feasibility Template Guidelines.  

Please complete one feasibility template for each action point you have identified:  

 

Action Point Number  

 

Comments 

1. Brief description of action point 

 

 

This action point……………… 

2. What is the change that needs to 

happen? 

 

 

The change that needs to happen is……………… 

3. What does the institution need to do to 

make this change happen? 

 

 

 

 

 

 

To make this change happen, the institution 

needs to……………… 

 

 

How realistic/feasible will it be to make this 

change happen? 

 

 

If not realistic/feasible, what actions/steps 

need to be taken going forward by/within the 

institution? 

 

 

4. How realistic and feasible is this change? 

 

 

This change is realistic/unrealistic 

because……………… 
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5. What is the institution’s target for this 

change? 

 

The institution’s target for this change 

is……………… 

 

 

How realistic/feasible will it be to make this 

change happen? 

 

 

If not realistic/feasible, what actions/steps 

need to be taken going forward by/within the 

institution? 

 

 

6. What resources are needed to make this 

change? 

(e.g. human resource, financial resource, 

change in policy, instructions, etc.) 

 

 

 

 

To make this change, we need the following 

resources: 

1) 

 

2) 

 

Etc. 

 

How realistic/feasible will it be to make this 

change happen? 

 

 

If not realistic/feasible, what actions/steps 

need to be taken going forward by/within the 

institution? 
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7. What is your timeline for bringing about 

this change (for example, 1 month, 6 

months, 12 months, 18 months, 3 years, 

etc.)? 

 

 

 

 

The timeline for bringing about this change 

is……………… 

 

 

How realistic/feasible will it be to make this 

change happen? 

 

 

If not realistic/feasible, what actions/steps 

need to be taken going forward by/within the 

institution? 

 

 

8. Do you see this change as being short 

term, midterm, long term or ongoing? 

 

 

 

 

We see this change as being……………… 

 

 

How realistic/feasible will it be to make this 

change happen within this timeframe? 

 

 

If not realistic/feasible, what actions/steps 

need to be taken going forward by/within the 

institution? 
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9. What are the indicators (qualitative and 

quantitative) that show whether the target 

has been achieved? 

 

 

 

 

The indicators we will use to show whether 

change has been achieved are……………… 

 

 

How realistic/feasible will it be for you to set 

these targets to make this change happen? 

What are the qualitative indicators that you 

will use? 

 

 

What are the quantitative indicators that you 

will use? 

 

 

If not realistic/feasible, what actions/steps 

need to be taken going forward by/within the 

institution to support you in developing the 

indicators? 
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10. How will this change be monitored: 

a) In the short term (6 months) 

b) In the midterm (18 months) 

c) In the long term (3 years +) 

d) Ongoing 

 

 

 

This change will be monitored in the following 

ways: 

a) In the short term (6 months) 

 

b) In the midterm (18 months) 

 

c) In the long term (3 years +) 

 
d) Ongoing 

 

 

How realistic/feasible will it be to make this 

change happen within this timeline? 

 

 

If not realistic/feasible, what actions/steps 

need to be taken going forward by/within the 

institution? 

 

 

 

 

 

 

 

 

 


