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EXECUTIVE SUMMARY 

Shifting the establishment of a Gender Equality Plan (GEP) from a recommendation to a 
requirement for receiving EU funding under Horizon Europe added significant momentum to 
the efforts of advancing gender equality in R&I systems in Europe. While GEPs face an uphill 
battle in making the R&I system more inclusive, measures that legitimise and support the 
implementation of gender equality initiatives can strengthen their impact at the institutional 
level. Nevertheless, further actions are needed to ensure continued progress in this area, 
such as measures providing increased support for the development of inclusive GEPs in the 
new European Research Area (ERA), the establishment of a robust monitoring framework, 
and the continued provision of dedicated resources, support tools and knowledge-sharing 
opportunities. 

This Executive Summary presents the main findings from the study, commissioned by the 
Directorate-General for Research and Innovation of the European Commission to analyse 
the impact that EU and national policies and programmes supporting or imposing GEPs have 
had on gender equality in R&I across the ERA, and beyond this, on R&I quality and efficiency. 
The study draws on an analysis of both qualitative and quantitative secondary data, more 
than 30 key stakeholder interviews, an online stakeholder survey that received over 300 
responses, five case studies and feedback provided during a policy workshop with EU- and 
national-level policymakers, stakeholders and experts. 

Influence of EU and national policies on gender equality plan development and 
implementation 

Legislation and initiatives targeting gender equality in R&I have proven to be instrumental for 
the effective implementation of GEPs; they legitimise efforts to address inequalities by 
flagging gender equality in R&I as a social priority. Making the establishment and publication 
of a GEP an eligibility criterion for receiving EU funding was unanimously viewed as a 
positive development by the representatives of research organisations and key 
stakeholders interviewed throughout this project. As shown in Section 3 of this report, the 
introduction of the GEP eligibility criterion was an impetus for change in the sector, inspiring 
institutions to bolster existing policies with a formal GEP and requiring institutions that 
had been lagging behind to increase their efforts. In some cases, there were spillover 
effects on organisations that are not subject to the GEP eligibility criterion of Horizon 
Europe, such as private research-funding organisations choosing to voluntarily implement a 
GEP. Furthermore, establishing a clear definition of what constitutes a GEP guided national 
and institutional efforts in a consistent, coherent and meaningful way. In addition to policies 
and legislation, the development of tools, the provision of resources and the arrangement of 
mutual learning opportunities have provided valuable support to institutions in the design and 
implementation of their GEPs. As stressed in Section 6 of the impact report and in Case 
Study 1, the provision of targeted funding at the European level is of particular value 
because there is limited national-level funding available to support the establishment, 
publication and implementation of gender equality policies and plans. 

Nevertheless, EU-level support is only one of several factors that affects the successful 

implementation of GEPs; as several interviewees highlighted, a combination of forces at 

multiple levels is necessary for structural change. National players can bolster efforts at 

the European level by developing policies and frameworks that set out favourable conditions 

for the creation of effective and impactful GEPs. As outlined in Section 2 of this report, many 

EU Member States and some associated countries had already established measures that 
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either supported the implementation of GEPs or aligned with the broader gender equality 

objectives of the ERA prior to the creation of the related Horizon Europe eligibility criterion. 

These policies differed across countries, with some imposed legally either at the national 

level or at the regional level, and others enforced through financial incentives or sanctions, 

rather than as legal requirements. Including a policy element that acted as a mandate, rather 

than a recommendation, for the implementation of a GEP consistently led to more 

widespread GEP adoption in a country. Furthermore, the benchmarking study of GEP-

supporting policies in non-EU countries (discussed in Section 10 of this report) showed that 

implementing requirements for a regular renewal of applications for certification awards or 

increasing rewards for evidenced progress inspired continued engagement from 

participating organisations, minimising the potential for institutions to treat GEP development 

as a ‘box-ticking’ exercise. 

Countries that do not have GEP-related policies in place can still support the development 
and implementation of effective GEPs by addressing gender equality in R&I more broadly. 
Both Member States and associated countries have done this through policies, for example, 
targeting gender balance in organisations, increasing gender equality in recruitment and 
career progression, integrating gender into research and teaching content, and implementing 
measures against gender-based violence, including sexual harassment. 

Overall, establishing policies that support the development and implementation of GEPs 
enables, encourages and requires institutions to dedicate efforts towards advancing gender 
equality in R&I. When GEP-supporting policies or broader gender equality measures do not 
exist, trends show that institutions rarely develop policies of their own initiative. To have the 
greatest impact on GEP implementation, policies should mandate negative consequences 
for non-compliance, such as sanctions or a loss of funding, and incorporate elements that 
inspire long-term commitment, such as requiring annual recertification or establishing a tier 
system for rewards. 

Main challenges and key enabling factors for the effective implementation of gender 
equality plans in higher education institutions and research-performing organisations 

Although policies and other measures can encourage the development of GEPs, GEPs must 

still contend with their wider societal context. As evidenced through Sections 4 and 9 of this 

report, existing labour market inequalities, the lasting impacts of the COVID-19 

pandemic and societal beliefs about gender have an important influence on the 

development and implementation of GEPs. Societal beliefs about women, including 

biases regarding gender roles or stereotypes about women’s skills, continue to influence the 

fair treatment and representation of women in R&I institutions and systems. Considering this 

context and developing targeted responses to biases and stereotypes can help GEPs 

address the root causes of inequality. For example, as shown in Case Study 5, on the impact 

of GEPs in higher education institutions (HEIs) focused on science, technology, engineering 

and mathematics, and research-performing organisations (RPOs), these institutions must 

adopt approaches in their GEPs that target the biases and stereotypes that contribute to the 

under-representation and mistreatment of women in science, technology, engineering and 

mathematics. Similarly, Policy Brief 4, on gender-based violence in R&I, shows that 

prevention requires a gender-transformative approach that targets harmful cultural norms 

and structural inequalities. In addition, misconceptions about what gender inequality 

encompasses or misguided beliefs that gender equality has already been achieved 

can dictate the level of attention given to ensuring gender equality in R&I. While the GEP-

related eligibility criterion under Horizon Europe and other EU and national GEP-related 
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policies have raised awareness of gender inequalities in R&I, false conclusions about gender 

equality that can undermine these efforts remain. 

There are a number of additional challenges that institutions face in defining ambitious 
objectives and converting GEPs into structural actions, as evidenced in Section 9 of this 
report. 

• Insufficient resources (including dedicated staff, technical support, time and funding) was 
cited as the main barrier for organisations that do not have a GEP and are not planning 
to adopt one, as well as for organisations currently implementing a GEP (1). While 
funding schemes can provide temporary support, sustainable solutions that enable 
long-term progress towards achieving gender equality are necessary to achieve 
structural change. 

• Limited support from staff and management is another significant challenge faced by 
HEIs and RPOs, and often stems from unfamiliarity with gender inequality, how it 
manifests and its negative impacts on both women and broader society. 

• A lack of robust, systematically collected data that take into account intersectional 
aspects undermines the ability of institutions to fully understand their needs and 
monitor progress towards achieving gender equality. 

While the European Commission has highlighted the need to ensure that GEPs are inclusive 
and address inequalities that intersect with gender, such as disability, racial, ethnic or social 
origin, most of these inclusive GEPs are still in the early stages of development, and there is 
a lack of a shared understanding on the best approaches to take. In addition, many of the 
challenges outlined above are further exacerbated in the context of inclusive GEPs, as 
shown in Section 9 of the report and in Policy Brief 5, on intersectional approaches to 
achieving inclusive gender equality. For example, data collection on protected characteristics 
is illegal in some Member States and associated countries, which further limits the availability 
of informative data. Furthermore, more inclusive approaches are subject to strong cultural 
resistances. 

A number of policy actions can be taken at the EU, national or institutional levels to support 

the widespread implementation of GEPs in the R&I system. In addition to EU- and national-

level policy actions that support the implementation of effective, inclusive and ambitious 

GEPs, there are a number of influential success factors at the institutional level, such as 

introducing evidence-based approaches and embedding gender equality principles in 

policies across institutions. Policy Brief 6, on the role of organisational structure in 

ensuring the effective development and implementation of GEPs, highlighted that the 

presence of adequate resources and gender expertise can better prepare institutions for the 

challenges that accompany GEP development and implementation. The development of both 

internal and external networks has also been noted as a highly useful resource for 

organisations, as there are opportunities for sharing best practices and seeking advice on 

common challenges. A visible commitment from upper management can support the 

implementation of GEPs, as shown through Policy Brief 7 on the role and attitude of senior 

 

(1) Survey conducted as part of the study ‘Pilot assessment activities for the European knowledge and support 
facility on gender equality plans in research and innovation organisations’, in September 2022. 
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leadership in ensuring gender equality, particularly in contexts in which there are cultural 

barriers or less advanced national policy frameworks on gender equality principles. 

Although none of these elements are essential for the successful implementation of GEPs, 
as numerous impactful GEPs or similar initiatives have been implemented in their absence, 
their presence can increase the likelihood of structural change by supporting the efforts 
of proactive institutions and encouraging progress from those that have lagged behind. 

Monitoring frameworks for tracking the progress of gender equality in research and 
innovation 

The importance of a monitoring framework dedicated to measuring gender equality in R&I is 
twofold: firstly, the proper development of a GEP should rely on robust, representative 
data that thoroughly reflect the issues faced in a given context, and secondly, on consistently 
collected, comparable data on relevant indicators that enable the evaluation of GEP 
implementation and progress towards achieving gender equality over time. There are 
a few key sources of EU- and international-level data on the topic: 

• the European Commission’s She Figures report on gender equality in R&I; 

• the Organisation for Economic Co-operation and Development’s STIP Compass, which, 
among other things, provides insights on national policy initiatives promoting gender 
equality in science, technology and innovation; 

• the ERA monitoring mechanism, which is currently being updated to assess progress 
towards ERA’s 2022–2024 Policy Agenda priorities and will build on the previous two 
sources to assess progress on Action 5 to promote gender equality and foster 
inclusiveness. 

There has also been an increase in recent years in the number of countries regularly 
collecting data on gender equality in the R&I sector at the national level; however, there are 
inconsistencies across countries in how and what data are collected, as evidenced in 
Section 5 of the report. In addition, while there are a number of ad hoc research exercises 
led by EU-funded projects or initiatives on gender equality in R&I, these provide only a 
snapshot of the situation at a given moment in time and quickly become outdated. 
Furthermore, while EU- and international-level sources provide insights on gender equality 
in R&I more broadly, they provide limited insight into GEPs (e.g. their impact and how 
they are implemented), and on more specific topics (e.g. gender-based violence and 
intersecting forms of discrimination). 

Currently, the Horizon Europe eligibility criterion mandates data collection and monitoring as 
part of institutions’ GEPs, so HEIs and RPOs are responsible for monitoring the impact of the 
plans and reporting on progress towards achieving gender equality (2). This has led to an 
increase in the data collected on gender-related indicators in a number of institutions, which 
is a positive development; however, because this is defined at the GEP level, there is 
significant variation across institutions regarding the composition and quality of the data 
collected. 

 

(2) European Commission, Directorate-General for Research and Innovation (2021), Horizon Europe Guidance on 
Gender Equality Plans, Publications Office of the European Union, Luxembourg 
(https://data.europa.eu/doi/10.2777/876509). 

https://data.europa.eu/doi/10.2777/876509
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There are opportunities to build on existing monitoring frameworks, for example by 
incorporating additional GEP-specific indicators in the She Figures report and the ERA 
Monitoring Mechanism. Policy Briefs 2 and 3 suggest both process-related and thematic area 
indicators that can be incorporated in these exercises and serve as a starting point for 
institutions and policymakers to establish a consistent approach that meets stakeholders’ 
information needs. In addition, a number of ad hoc projects and initiatives have made efforts 
in creating practical approaches to institution-level GEP monitoring and establishing a set of 
standard indicators that can be used across institutions to improve consistency. 

Impact of gender equality plans and related policies on research and innovation 

The evidence base about the impact of GEPs on gender equality in R&I is limited, as many 
GEPs have only recently been established and those that conduct monitoring have done so 
for still too limited time for visible impacts to be seen. Furthermore, it is difficult to attribute 
changes, which have been identified, solely to GEP implementation, as in many instances 
these occurred in parallel with broader social or policy changes. Nevertheless, the present 
study enabled the identification of a number of key outcomes from institutions with well-
established GEPs or similar gender equality initiatives. In providing a broader understanding 
of the impact of GEP implementation that incorporates evidence from outputs and outcomes, 
despite the limitations mentioned above, the findings show a clear positive impact on gender 
equality in the R&I system, and potential secondary benefits on the quality, efficiency and 
productivity of the R&I system. 

GEPs have led to a number of positive impacts on gender equality in institutions, including 
improved data collection on gender equality indicators such as women’s representation, 
increased gender-mainstreaming efforts across institutions and increased awareness among 
management and staff on gender equality, with the last being reported as the most noticeable 
change among stakeholders consulted in this study. Nevertheless, the breadth of 
transformation and the level of impact achieved depend largely on the institution and 
the specific GEP implemented. Even in contexts in which GEPs are legally mandated and 
there are consequences of non-compliance, a lack of ambition incorporated during the design 
of the plan and a weak translation into concrete actions can undermine progress. 
Alternatively, ambitious GEPs implemented by highly motivated teams can lead to additional 
impacts besides those listed above, such as improved work–life balance among 
personnel, greater or more systemic gender differentiated approaches in the research 
methodology and conduct, and the development of a more equal organisational 
culture across the institution, as evidenced by both Case Study 1, on the contribution of 
EU funding to gender equality in R&I, and by the benchmarking study. 

In the R&I system overall, there is evidence, including from the case studies conducted as 
part of this study, to suggest a number of positive effects of GEP adoption on R&I quality, 
efficiency and productivity. These impacts include increased creativity and innovation in 
research, improved productivity and collaboration, and potential economic growth. 
Evidence collected through Case Study 1 and the results of the survey indicate an increase 
in creativity and innovation following GEP implementation, including through the 
strengthening of gender-related or gender-differentiated research questions and 
methodologies. There is also emerging evidence that the implementation of GEPs, or similar 
measures promoting gender equality, can increase the productivity of institutions, for 
example through increasing the number of publications they produce or the funding they are 
awarded. These outcomes bring visibility and prestige, which can benefit the institutions 
overall. 

Few unexpected or negative impacts were found through the research conducted in this 
study. It identified that in many instances it is women who take responsibility for the 
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development and implementation of GEPs, which places an additional burden on them that 
may take them time away from research or academic work. An additional negative 
consequence identified was a lack of focus on other vulnerable groups (3). This highlights the 
need to place greater emphasis on the development of inclusive GEPs that incorporate 
measures to support individuals from various disadvantaged groups, particularly those 
who face compounding inequalities. Findings from the benchmarking study highlight that, 
while there is a growing trend of GEP-related policies incorporating intersectional dimensions 
from the beginning, significant efforts are still needed to establish policy frameworks and 
guidance that ensure that new measures are effective and genuinely inclusive. 

Recommendations 

Key recommendations on how institutional, national and EU-level players can support the 
advancement of gender equality in R&I are presented in the policy briefs produced for this 
study, and summarised in this section. 

In terms of the role of national and EU policies and wider contextual factors in the 
effective implementation of GEPs (Policy Brief 1), the recommendations focus on 
encouraging EU-level policymakers to continue to provide support services, financial 
instruments and dissemination activities that support the development and implementation of 
GEPs. National-level policymakers should consider introducing or reviewing national-level 
policies and programmes that are linked to GEPs, consider conducting national- or regional-
level reviews of gender equality in HEIs, and encourage and facilitate the establishment of 
networks such as Athena SWAN. Research organisations, HEIs and public bodies should 
include measures that address the care gap in GEPs and move away from the inappropriate 
use of journal- and publication-based metrics in research assessment. 

With regard to monitoring and evaluating the implementation of the GEP-related 
eligibility criterion in Horizon Europe (Policy Brief 2), EU-level policymakers are advised 
to adopt, in consultation with the Member States, a common set of indicators for monitoring 
GEP implementation, a new set of indicators to measure the implementation of mandatory 
GEP requirements at the national level, process indicators and indicators related to thematic 
areas identified for GEPs, paying particular attention to the data on gender-based violence 
(including sexual harassment). They are also asked to ensure that data collection is taking 
place regularly to allow the analysis of progress over time, and to commission the 
development of a study evaluating the impact of the GEP-related eligibility criterion of Horizon 
Europe on national policies. National-level policymakers are asked, in cooperation with EU 
policymakers, to contribute to and prioritise the adoption of a common set of indicators for 
monitoring GEP implementation, to monitor GEP uptake and implementation at the national 
level, to provide incentives for and support peer learning among organisations to develop 
data collection methods, to increase efforts in the collection and monitoring of sexual 
harassment and other gender-based violence data and to consider the national context and 
national legislation in place in the definition and utilisation of indicators. 

In relation to measuring progress at the EU and national levels on inclusive GEPs and 
policies (Policy Brief 3), EU-level policymakers are encouraged to pay greater attention to 
the promotion of data collection regarding intersectional data at the European institutional 
level. Furthermore, the ERA Monitoring Mechanism should consider insights generated by 
current projects funded by Horizon Europe’s work programme ‘Widening participation and 
strengthening the European Research Area’. These include the INSPIRE project, which 
started in 2022. National-level policymakers are called on to further support the work of 

 

(3) Tzanakou, K. (2019), ‘Unintended consequences of GEPs’, Nature, Vol. 570, 7761. 
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national statistics institutes in collecting data and in collaborating with EU institutions and 
highlight the need for data on gender-based violence, sexual harassment and 
intersectionality, and to focus efforts on addressing the current limitations related to data 
collection on gender-based violence and intersectionality. 

In terms of gender-based violence, including sexual harassment, in R&I (Policy Brief 4), 
EU-level policymakers should extend the application of the Horizon Europe GEP criterion 
to all R&I institutions and to make addressing gender-based violence a mandatory 
requirement, to monitor the number and contents of Horizon Europe projects that cover 
gender-based violence in R&I and, as part of Action 5 of the ERA’s 2022–2024 Policy 
Agenda, collect EU-level data on gender-based violence and related policies that can be 
disaggregated by sector, racial or ethnic origin, sexual orientation, age and disability status. 
National-level policymakers should require all research institutions and universities to 
report annually on their measures to address gender-based violence; to collect national-level 
data on the prevalence of gender-based violence, including sexual harassment; to provide 
targeted funding to projects and initiatives that aim to monitor, address, and prevent gender-
based violence; and to introduce measures that target gender-based violence. Research 
organisations and universities should raise awareness of the prevalence of gender-based 
violence, including sexual harassment; the importance of addressing it in R&I; and the factors 
that contribute to it. In addition, they should ensure that measures to address gender-based 
violence included in GEPs have been shown to be effective and address the root causes of 
violence; cultivate less hierarchical cultures by increasing collaboration across professional 
levels; introduce reporting procedures that ensure that all levels of staff feel able to report 
incidents of violence or harassment; incorporate intersectional perspectives into all internal 
human resources policies and provide additional, tailored support to particularly vulnerable 
groups; and devote at least the same level of attention and volume of resources to gender-
based violence, including sexual harassment, as that devoted to research misconduct. 

With regard to intersectional approaches to achieving inclusive gender equality, 
including promising practices and remaining barriers (Policy Brief 5), EU-level 
policymakers are advised to continue to support the development, effective implementation 
and adequate monitoring and evaluation of the progress of inclusive GEPs; support the 
increase in the collection of equality data in European R&I; improve the consistency of 
monitoring approaches, methodologies and integrated analysis through consultation with key 
stakeholder groups; and continue dissemination activities on the GEP-related eligibility 
criterion of Horizon Europe. They should also ensure continued and improved coordination 
with actions and approaches taken at the national/regional level that aim to develop 
(inclusive) GEPs; consider ways to collect voluntary and confidential data on the personal 
characteristics of research teams in Horizon Europe applications and awards, in consultation 
with key stakeholder groups; encourage the assessment of gender equality policies and plans 
and their impact on gender equality; and make the adjustments necessary to further enable 
an integrated approach in objectives, actions and data collection and analysis that considers 
how gender intersects with other characteristics and creates inequalities. National-level 
policymakers should enable national funding instruments to complement EU-level funding 
streams that support the development, implementation and evaluation of inclusive GEPs; 
consider introducing or reviewing national-level policies that are linked to GEPs; create 
momentum for the development and effective implementation of GEPs; and support the set-
up and improvement of monitoring and evaluation frameworks. Finally, it is recommended 
that research organisations/institutions and public bodies set up and reinforce existing 
diversity, equality and inclusion strategies; assess the training needs of staff and students 
that address inequalities and unconscious biases for gender and other characteristics; 
assess recruitment, retention and progression policies; and review research funding eligibility 
criteria to incentivise improved consideration of intersectionality in research 
proposals/projects. In addition, they should participate in the four thematic knowledge and 
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support hubs within the INSPIRE project and its three communities of practice, and take steps 
to ensure the trust of the target groups to support the collection of gender equality data related 
to various personal characteristics. 

With regard to the role of organisational structure in ensuring the effective development 
and implementation of GEPs (Policy Brief 6), EU-level policymakers should provide 
guidance to Member States on resources required to support R&I organisations’ compliance 
with GEP requirements, continue to develop and fund initiatives that facilitate networking in 
the area of gender equality across R&I organisations, and create transparent guidance on 
the key enabling factors, such as drivers of impact, of GEP development and implementation. 
National-level policymakers should develop or expand funding initiatives that support GEP 
development and implementation in R&I, develop or continue to develop and fund initiatives 
that facilitate networking in the area of gender equality across R&I organisations, facilitate 
and engage with gender-equality- or GEP-related networks and relevant stakeholders, and 
ensure that national-level policies related to R&I organisations explicitly incorporate gender 
equality principles and expectations. Furthermore, they should provide clear guidelines and 
benchmarks enabling organisations to develop and implement GEPs; establish mechanisms 
to monitor and assess compliance with gender equality principles; and collaborate with 
relevant stakeholders to translate gender equality principles into actionable steps, fostering 
a culture of accountability and sustained progress. Research organisations, HEIs and 
public bodies should dedicate appropriate resources to GEP development and 
implementation, embed gender equality principles in the governance framework of 
organisations, facilitate and demonstrate internal stakeholder involvement, and facilitate the 
formation of and engage with gender-equality- or GEP-related external networks. They 
should also support internal networking within institutions to ensure the cooperative and 
cohesive implementation of GEPs across departments and levels, establish mechanisms to 
monitor and assess compliance with gender equality principles, and acknowledge the efforts 
of those conducting gender equality work and reward them appropriately. 

As regards the role of support from senior leadership in GEP development and 
implementation (Policy Brief 7), EU-level policymakers should promote gender 
competency, education and capacity building for senior leadership, management and 
administrative personnel within R&I organisations; continue to support national and 
institutional initiatives that prioritise and promote gender balance in leadership and decision-
making within R&I; and encourage national authorities to align policy initiatives with gender 
equality policies and plans and ensure their accountability for their actions through monitoring 
and evaluation frameworks. They should also foster partnerships with relevant stakeholders 
to leverage expertise and resources in developing comprehensive gender equality strategies, 
and strengthen collaboration and knowledge-sharing between EU-level policymakers and 
national authorities to facilitate the exchange of best practices and strategies. National-level 
policymakers should foster partnerships with relevant stakeholders; promote gender 
competency, education and capacity building for senior leadership, management and 
administrative personnel within R&I organisations; establish clear accountability measures 
for governing authorities to enable them to effect change in the area of gender equality in 
R&I; and allocate national funding specifically for the development and implementation of 
GEPs. Moreover, they should demonstrate full commitment to national provisions and 
regulations aimed at achieving a gender balance in leadership and decision-making in R&I; 
foster a culture of gender equality within senior leadership by integrating gender equality 
goals and targets into performance evaluations, leadership development programmes and 
promotion criteria; encourage senior leadership to actively participate in the design and 
monitoring of GEPs; and support senior leadership in implementing policies and practices 
that promote gender equality within their departments or areas of responsibility. Research 
organisations, HEIs and public bodies should clearly communicate their institutions’ 
commitment to ensuring gender equality by endorsing and publicly supporting GEPs and 
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associated activities; commit to and maintain stable and sustainable resources dedicated to 
GEP development and implementation; and support equal gender representation in senior 
leadership positions, management positions and senior administrative roles to support 
sustainable progress towards achieving gender equality. In addition, they should monitor 
progress towards reaching gender equality goals, encourage collaboration and knowledge 
sharing among senior leaders, and recognise and celebrate exceptional leadership in 
advancing gender equality. 
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1. Introduction 

This report analyses recent key policy developments regarding gender equality plans (GEPs) in 
research and innovation (R&I) organisations at the EU, national and institutional levels. It focuses 
on identifying available evidence about the impact that EU and national policies and programmes 
supporting or imposing GEPs have had on GEP development and implementation, and on gender 
equality in R&I across the European Research Area (ERA) (4). The report also examines the 
impact that these policies have had on R&I quality and efficiency. Promising practices, and the 
main barriers to achieving the intended outcomes and impacts of policies and programmes, are 
identified, along with the key gaps in existing evidence about impacts. 

1.1 Context of the study 

Gender equality and non-discrimination are fundamental values of the EU, as enshrined in 
Articles 2 and 3 of the Treaty on European Union (5), Articles 8 and 10 of the Treaty on the 
Functioning of the European Union (6), and Articles 21 and 23 of the EU Charter of 
Fundamental Rights (7). In addition, equal treatment and opportunities between women and 
men is a key principle of the European Pillar of Social Rights (8). 

EU Member States have achieved significant progress towards achieving gender equality 
over the past few decades, and the EU is a global leader in gender equality. This is the result 
of robust equal treatment legislation and case-law, and incisive policy efforts at the EU and 
Member State levels. However, despite significant progress, no Member State has achieved 
full gender equality, and the EU’s overall gender equality score is 68.6 out of 100, based on 
the 2022 European Institute for Gender Equality (EIGE) Gender Equality Index (9). 

To improve gender equality in the EU, the European Commission adopted in March 2020 the 
2020–2025 gender equality strategy. This communication upgrades Strategic engagement 
for gender equality 2016–2019 as a policy framework and puts forward an ambitious 
framework for the advancement of gender equality in the EU and beyond, so that women and 
men, and girls and boys, can thrive in all their diversity. It adopts a dual approach of gender 
mainstreaming combined with targeted actions, and intersectionality features as a cross-
cutting principle of its implementation. The strategy devotes particular attention to R&I and 
introduces measures and funding to support gender equality and mainstreaming, including 
introducing a requirement for Horizon Europe applicants to have a GEP. GEPs include 
organisations’ commitments and actions to promote gender equality based on a model of 
change, both institutional and cultural. 

Gender equality in R&I is an important political priority within the EU’s gender equality 
strategy. The R&I sector has recorded slower-than-expected progress in terms of achieving 
gender equality, with progress being uneven across countries. One reason for this is that 
gender equality in R&I is a complex and multidimensional issue, affected by persistent 
structural and sociocultural barriers that need tackling. These barriers are even greater when 

 

(4) https://ec.europa.eu/info/research-and-innovation/strategy/strategy-2020-2024/our-digital-future/era_en. 
(5) Consolidated version of the Treaty on European Union (https://eur-lex.europa.eu/legal-

content/EN/TXT/HTML/?uri=CELEX:12016ME/TXT). 
(6) Consolidated version of the Treaty on the Functioning of the European Union (https://eur-lex.europa.eu/legal-

content/EN/TXT/HTML/?uri=CELEX:12016ME/TXT). 
(7) Charter of Fundamental Rights of the European Union (OJ C 326, 26.10.2012, p. 391) (https://eur-

lex.europa.eu/legal-content/EN/TXT/?uri=CELEX:12012P/TXT). 
(8) https://ec.europa.eu/social/main.jsp?catId=1226&langId=en. 
(9) https://eige.europa.eu/gender-equality-index/2022/compare-countries. 

https://ec.europa.eu/info/research-and-innovation/strategy/strategy-2020-2024/our-digital-future/era_en
https://eur-lex.europa.eu/legal-content/EN/TXT/HTML/?uri=CELEX:12016ME/TXT
https://eur-lex.europa.eu/legal-content/EN/TXT/HTML/?uri=CELEX:12016ME/TXT
https://eur-lex.europa.eu/legal-content/EN/TXT/?uri=CELEX:12012P/TXT
https://eur-lex.europa.eu/legal-content/EN/TXT/?uri=CELEX:12012P/TXT
https://ec.europa.eu/social/main.jsp?catId=1226&langId=en
https://eige.europa.eu/gender-equality-index/2022/compare-countries
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other characteristics combine with sex and gender – for example, ethnicity and race, disability 
and religious beliefs – that require an intersectional approach to dealing with equality issues 
in research and policy. 

The European Commission and the Member States address sectoral barriers to gender 
equality and mainstreaming in the R&I sector through funding instruments such as Horizon 
Europe, more recently (10), and at the policy level through the ERA. The ERA includes 
Member States and associated countries, and EU-level research stakeholder organisations, 
and was initially launched in 2000. In 2012, ‘gender equality and gender mainstreaming in 
research’ was set as an ERA priority (one of the five key priorities at the time). This strategic 
approach was reiterated in a number of policy documents, such as the Commission’s 
communication on the new ERA (2020) (11), the Council conclusions on the new ERA (12) 
(1 December 2020) and the Council conclusions on research careers (13) (28 May 2021), 
which consider GEPs a promising tool to achieve equality in R&I. 

The European Commission supported the development of GEPs through dedicated funding 
under the Science in Society (SIS) work programme in the seventh framework programme 
(FP7) and then the Science with and for Society (SWAFS) work programme under Horizon 
2020. A more recent development was the introduction of GEPs as an eligibility criterion for 
funding. This criterion derives its legal basis from gender equality being considered a cross-
cutting priority, in accordance with Article 7(6) and recital 53 of the regulation establishing 
Horizon Europe, and Articles 2(2)(e) and 6(3)(e) of the specific programme implementing 
Horizon Europe. GEPs commit organisations to take decisive steps towards achieving 
gender equality. They have been required for most organisations (14) that intend to access 
Horizon Europe funding since 2022 – after an initial grace period. 

The heightened interest in gender equality in R&I has built on the emphasis on gender 
equality in the 2015–2020 ERA roadmap, as it also has great societal, economic and political 
importance. Gender equality in R&I contributes to establishing more inclusive working 
environments, and helps to attract and retain diverse talent, thus enhancing competitiveness 
and supporting the delivery of world-class research that is relevant to society as a whole. 

Gender equality is positively associated with higher innovation and research excellence. This 
positive association applies to both countries and organisations. Regarding the former, 
Wroblewski (15) shows that the higher a country’s gender equality score, as measured by the 
EIGE Gender Equality Index, the higher its innovation potential, as measured by the 
European innovation scoreboard (16). There are indications that strong and comprehensive 

 

(10) https://ec.europa.eu/info/research-and-innovation/strategy/strategy-2020-2024/democracy-and-rights/gender-
equality-research-and-innovation_en. 

(11) European Commission (2020), Commission communication – A new ERA for research and innovation 
(COM(2020) 628 final) (https://eur-lex.europa.eu/legal-content/EN/TXT/?uri=COM%3A2020%3A628%3AFIN). 

(12) Council of the European Union (2020), Council conclusions on the new European Research Area, Brussels, 
1 December (https://data.consilium.europa.eu/doc/document/ST-13567-2020-INIT/en/pdf). 

(13) Council of the European Union (2021), Council conclusions – Deepening the European Research Area: 
Providing researchers with attractive and sustainable careers and working conditions and making brain 
circulation a reality, Brussels, 28 May (https://www.consilium.europa.eu/media/49980/st09138-en21.pdf). 

(14) Public bodies, higher education institutions and research organisations from Member States and associated 
countries. Only private for-profit entities, non-governmental organisations and international partners are 
exempted. See the definitions of legal categories at https://ec.europa.eu/info/funding-
tenders/opportunities/docs/2021-2027/common/guidance/rules-lev-lear-fca_en.pdf. 

(15) Wroblewski, A. (2020), Report on Monitoring of ERA Priority 4 Implementation, Institute of Sociology of the 
Czech Academy of Sciences, Prague. 

(16) https://projects.research-and-innovation.ec.europa.eu/en/statistics/performance-indicators/european-
innovation-scoreboard/eis-2024#/eis. 

https://ec.europa.eu/info/research-and-innovation/strategy/strategy-2020-2024/democracy-and-rights/gender-equality-research-and-innovation_en
https://ec.europa.eu/info/research-and-innovation/strategy/strategy-2020-2024/democracy-and-rights/gender-equality-research-and-innovation_en
https://eur-lex.europa.eu/legal-content/EN/TXT/?uri=COM%3A2020%3A628%3AFIN
https://data.consilium.europa.eu/doc/document/ST-13567-2020-INIT/en/pdf
https://www.consilium.europa.eu/media/49980/st09138-en21.pdf
https://ec.europa.eu/info/funding-tenders/opportunities/docs/2021-2027/common/guidance/rules-lev-lear-fca_en.pdf
https://ec.europa.eu/info/funding-tenders/opportunities/docs/2021-2027/common/guidance/rules-lev-lear-fca_en.pdf
https://projects.research-and-innovation.ec.europa.eu/en/statistics/performance-indicators/european-innovation-scoreboard/eis-2024%23/eis
https://projects.research-and-innovation.ec.europa.eu/en/statistics/performance-indicators/european-innovation-scoreboard/eis-2024%23/eis
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gender equality policies are part and parcel of any credible effort to increase countries’ 
innovation potential. At the organisational level, the share of GEPs in research-performing 
organisations (RPOs) is positively associated with innovation and excellence indicators. 
Furthermore, a country’s Gender Equality Index is strongly and positively associated with the 
share of RPOs with GEPs, and with the share of women in R&I decision-making boards (17). 
Research also shows that, at the team level, diverse teams generate positive dynamics that 
foster new solutions, leading to radical innovation (18). 

GEPs are therefore a key tool in terms of supporting equality and innovation, as recognised 
by the EU’s gender equality strategy and associated policy documents. GEPs consider 
gender equality in terms of its multidimensionality and, as shown in this report, their uptake 
and effective implementation is influenced at various levels: EU, national and organisational. 

1.2 Main objectives of the research 

The study has three specific objectives. 

• to analyse the impact that EU and national policies and programmes supporting or 
imposing the requirement for GEPs have had on gender equality in R&I across the ERA, 
including at the institutional level, and the impact that these policies have had on R&I 
quality and efficiency; 

• to provide good examples of impact in different areas, across countries, to illustrate the 
analysis, including by identifying good or promising practices, and the main barriers to 
achieving the intended outcomes and impacts. 

• to propose a relevant monitoring framework to measure progress on gender equality in 
the ERA, and thus potentially contribute to the new ERA Scoreboard and Dashboard and 
overall monitoring mechanism. 

The geographical scope of the evaluation is the EU in its present composition of 27 Member 
States, and countries associated with Horizon Europe (previously Horizon 2020). 

The time span covered relates to the impact of EU and national policies supporting GEPs 
adopted within the past 5 to 10 years, with a particular focus on the latest landmark 
measures. 

1.3 Methodology used in the study 

This report draws on qualitative and quantitative data, including a review of relevant reports, 
articles and GEP-related initiatives at the EU and international levels; an analysis of available 
secondary quantitative data; findings from in-depth interviews with EU, national and 
institutional stakeholders; results of an online survey targeting a wide range of stakeholders; 
and findings from consultations with experts as part of an online policy workshop. The study 
also benefited from the guidance and feedback of its Steering Group. A more detailed 
overview of the methodology for this study is included in Annex 2. 

 

(17) GENDERACTION (2020), ‘Gender equality and research and innovation performance go hand in hand’, 
Briefing Note No 1 (https://genderaction.eu/wp-content/uploads/2021/07/GENDERACTION_Briefing-
Note_Gender-equality-and-research-performance.pdf). 

(18) Díaz-García, C., González-Moreno, A. and Jose Sáez-Martínez, F. (2013), ‘Gender diversity within R & D 
teams: Its impact on radicalness of innovation’, Innovation, Vol. 15, No 2, pp. 149–160. 

https://genderaction.eu/wp-content/uploads/2021/07/GENDERACTION_Briefing-Note_Gender-equality-and-research-performance.pdf
https://genderaction.eu/wp-content/uploads/2021/07/GENDERACTION_Briefing-Note_Gender-equality-and-research-performance.pdf
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1.4 Structure of the report 

This report comprises 10 sections. 

• Section 2 provides an overview of key recent EU and national legislation and policies 
related to gender equality and GEPs in R&I. 

• Section 3 gives examples of the impacts of national and EU legislation and policies on 
the effective implementation of GEPs, including in the context of the COVID-19 
pandemic. 

• Section 4 discusses the influence of the wider context at the national level on effective 
GEP implementation. 

• Section 5 provides a brief overview of examples of existing monitoring and evaluation 
frameworks of key initiatives or programmes that promote gender equality in R&I at the 
EU and national levels; and key indicators suitable for measuring the state of play and 
progress in gender equality in the new ERA. 

• Section 6 identifies key factors that allow the effective implementation of GEPs at the 
national and institutional/organisational levels in RPOs and research-funding 
organisations (RFOs). 

• Section 7 discusses key examples of the impact of EU and national policies and 
programmes supporting or imposing a requirement for GEPs on gender equality in R&I. 

• Section 8 presents key examples of the impact of EU and national policies and 
programmes supporting or imposing a requirement for GEPs on R&I quality, efficiency 
and productivity. 

• Section 9 identifies key challenges to achieving the objectives of inclusive GEPs at the 
national and institutional levels. 

• Section 10 provides findings from the benchmarking study, aimed at identifying and 
analysing impacts of a selection of initiatives supporting GEPs at the international level 
(outside the EU). 

• Section 11 provides the results of five case studies focusing on: 

⎯ the benefits of EU funding for GEP development and implementation, including 
its contribution to gender equality in R&I; 

⎯ GEPs in eastern Europe; 

⎯ GEPs in Mediterranean countries; 

⎯ the role of funding agencies in ensuring the impact of GEPs / GEP-related 
policies; 
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⎯ the impact of GEPs in science, technology, engineering and mathematics 
(STEM)-focused higher education institutions (HEIs) and research 
organisations. 

The annexes include: 

• supporting statistics – that is, an analysis of secondary quantitative data that support 
the findings discussed in various sections of this report and provide contextual 
information about key gender equality indicators (Annex 1); 

• a summary of the study’s methodology (Annex 2); 

• the study’s analytical framework (Annex 3). 

Seven policy briefs accompany this report and are included in a separate document. The 
policy briefs address the following topics, complementing this report: 

1. the role of national and EU policies and wider contextual factors in the effective 
implementation of GEPs; 

2. monitoring and evaluation of the implementation of the GEP eligibility criterion 
in Horizon Europe; 

3. measuring progress at the EU and national levels on inclusive GEPs and 
policies; 

4. gender-based violence, including sexual harassment, in R&I; 

5. promising practices and remaining barriers in intersectional approaches to 
achieving inclusive gender equality; 

6. the role of organisational structure in ensuring the effective development and 
implementation of GEPs; 

7. the role of support from senior leadership in GEP development and 
implementation. 
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2. Overview of key EU and national legislation and policies related 
to gender equality plans 

2.1 EU policies 

Over the past 10 years, the European Commission has strongly reaffirmed its dedication to 
gender equality in R&I, and to GEPs in particular. An acceleration of policy efforts in the field 
can be traced back to the early 2010s, with the publication of a European Commission report 
on enhancing gender equality in R&I through structural change in research institutions in 
2011 (19). This was closely followed by the 17 July 2012 Commission communication ‘A 
reinforced European Research Area partnership for excellence and growth’, which set 
gender equality and gender mainstreaming in research as key priorities of the ERA (20). 
These priorities were supported by Member States in 2015 through both the 29 May 2015 
Competitiveness Council conclusions on the European Research Area roadmap 2015–
2020 (21) and the 1 December 2015 Competitiveness Council conclusions on advancing 
gender equality in the European Research Area (22). In the December 2015 conclusions, 
the Competitiveness Council focused on four areas of action: implementing the ERA 
roadmap, making sustainable cultural and institutional changes, ensuring a gender balance 
in decision-making positions, and gender knowledge and monitoring. 

Alongside the December 2015 Competitiveness Council conclusions, the European 
Research Area and Innovation Committee (ERAC) was established to provide the EU’s 
strategic policy advice on R&I in the ERA (23). Working groups were created for each of the 
ERA priority areas. The ERAC Standing Working Group on Gender in Research and 
Innovation (SWG GRI) was established in June 2017, replacing the Helsinki Group on 
Gender in Research and Innovation. The Helsinki group had acted as an advisory body to 
the Commission since 1999 (24). In 2018, the ERAC SWG GRI published a report on the 
implementation of the conclusions on advancing gender equality in the ERA and established 
that: 

The Council Conclusions, together with the ERA Roadmap, were an important 
instrument to … advance the gender equality agenda in ERA in many countries. 
Positive changes are under way in some countries, including several EU-13 countries. 

 

(19) European Commission, Directorate-General for Research and Innovation (2012), Structural Change in 
Research Institutions: Enhancing excellence, gender equality and efficiency in research and innovation, 
Publications Office of the European Union, Luxembourg (https://data.europa.eu/doi/10.2777/37288). 

(20) European Commission (2012), Commission communication – A reinforced European Research Area 
partnership for excellence and growth (COM(2012) 0392 final) (https://eur-lex.europa.eu/legal-
content/EN/TXT/?uri=celex:52012DC0392). 

(21) Council of the European Union (2015), Council conclusions on the European Research Area roadmap 2015–
2020, Brussels, 29 May (https://data.consilium.europa.eu/doc/document/ST-9351-2015-INIT/en/pdf). 

(22) Council of the European Union (2015), Council conclusions on advancing gender equality in the European 
Research Area, Brussels, 1 December (https://data.consilium.europa.eu/doc/document/ST-14846-2015-
INIT/en/pdf). 

(23) Council of the European Union (2015), Council conclusions – Review of the European Research Area advisory 
structure, Brussels, 1 December (https://data.consilium.europa.eu/doc/document/ST-14875-2015-INIT/en/pdf). 

(24) ERAC Secretariat (2017), Mandate of the Standing Working Group on Gender in Research and Innovation of 
the European Research Area and Innovation Committee (ERAC), Brussels, 9 June 
(https://data.consilium.europa.eu/doc/document/ST-1205-2017-INIT/en/pdf). 

https://data.europa.eu/doi/10.2777/37288
https://eur-lex.europa.eu/legal-content/EN/TXT/?uri=celex:52012DC0392
https://eur-lex.europa.eu/legal-content/EN/TXT/?uri=celex:52012DC0392
https://data.consilium.europa.eu/doc/document/ST-9351-2015-INIT/en/pdf
https://data.consilium.europa.eu/doc/document/ST-14846-2015-INIT/en/pdf
https://data.consilium.europa.eu/doc/document/ST-14846-2015-INIT/en/pdf
https://data.consilium.europa.eu/doc/document/ST-14875-2015-INIT/en/pdf
https://data.consilium.europa.eu/doc/document/ST-1205-2017-INIT/en/pdf
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However, many of the actions and measures mentioned in the [Council conclusions] 
have not been taken up [emphasis added] (25). 

Furthermore, the report highlighted the problem in some countries of focusing solely on the 
issue of the representation of women in research, with limited consideration of the fact that 
gender equality is a ‘complex mix of the three objectives of [ensuring a] gender balance in 
research teams, [ensuring a] gender balance in decision-making and [including a] gender 
dimension in research’ (26). 

A renewed emphasis was placed on gender equality in R&I by the 5 March 2020 Commission 
communication on a gender equality strategy for 2020–2025. The strategy first established 
the possibility of introducing a requirement for Horizon Europe applicants to have a GEP, as 
a method of strengthening gender equality in R&I (27). 

Following this, the 30 September 2020 Commission communication ‘A new ERA for 
research and innovation’ proposed ‘the development of inclusive gender equality plans with 
Member States and stakeholders in order to promote EU gender equality in R&I’ (28). The 
communication was accompanied by a staff working document evidencing recent progress, 
outstanding challenges and the expected implications of an increase in GEP implementation 
within RPOs, namely (29): 

• improved performance within organisations thanks to greater diversity; 

• a better understanding of the specificities of sex and gender; 

• improved work–life balance, including equal access to opportunities and well-being. 

The Horizon Europe 2021–2027 framework programme for research and innovation 
and the specific programme implementing it were established with a legal basis 
strengthening gender equality as a cross-cutting priority, laying the foundation for the 
introduction of the GEP eligibility criterion (30). 

 

(25) ERAC SWG GRI (2018), Report on the implementation of Council conclusions of 1 December 2015 on 
advancing gender equality in the European Research Area, Brussels, p. 4 
(https://data.consilium.europa.eu/doc/document/ST-1213-2018-INIT/en/pdf). 

(26) Ibid. 
(27) European Commission (2020), Commission communication – A Union of equality: Gender equality strategy 

2020–2025 (COM(2020) 152 final) (https://eur-lex.europa.eu/legal-
content/EN/TXT/?uri=CELEX%3A52020DC0152). 

(28) European Commission (2020), Commission communication – A new ERA for research and innovation 
(COM(2020) 628 final) (https://eur-lex.europa.eu/legal-content/EN/TXT/?uri=COM%3A2020%3A628%3AFIN). 

(29) Commission staff working document – A new ERA for research and innovation (SWD(2020) 214 final) 
(https://eur-lex.europa.eu/legal-content/EN/TXT/?uri=SWD%3A2020%3A214%3AFIN). 

(30) See Regulation (EU) 2021/695 of the European Parliament and of the Council of 28 April 2021 establishing 
Horizon Europe – the framework programme for research and innovation, laying down its rules for participation 
and dissemination, and repealing Regulations (EU) No 1290/2013 and (EU) No 1291/2013 (OJ L 170, 
12.5.2021, p. 1) (https://eur-lex.europa.eu/legal-content/EN/TXT/PDF/?uri=CELEX:32021R0695&from=EN); 
Council Decision (EU) 2021/764 of 10 May 2021 establishing the specific programme implementing Horizon 
Europe – the framework programme for research and innovation, and repealing Decision 2013/743/EU 
(OJ L 167I, 12.5.2021, p. 1) (https://eur-lex.europa.eu/legal-
content/EN/TXT/PDF/?uri=CELEX:32021D0764&from=EN). 

https://data.consilium.europa.eu/doc/document/ST-1213-2018-INIT/en/pdf
https://eur-lex.europa.eu/legal-content/EN/TXT/?uri=CELEX%3A52020DC0152
https://eur-lex.europa.eu/legal-content/EN/TXT/?uri=CELEX%3A52020DC0152
https://eur-lex.europa.eu/legal-content/EN/TXT/?uri=COM%3A2020%3A628%3AFIN
https://eur-lex.europa.eu/legal-content/EN/TXT/?uri=SWD%3A2020%3A214%3AFIN
https://eur-lex.europa.eu/legal-content/EN/TXT/PDF/?uri=CELEX:32021R0695&from=EN
https://eur-lex.europa.eu/legal-content/EN/TXT/PDF/?uri=CELEX:32021D0764&from=EN
https://eur-lex.europa.eu/legal-content/EN/TXT/PDF/?uri=CELEX:32021D0764&from=EN
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This momentum was further enhanced through the Ljubljana Declaration on gender 
equality in R&I (31), spearheaded by the Slovenian Presidency of the Council of the 
European Union in response to the persisting inequalities within the R&I sector. The 
declaration, which builds on input from the ERAC SWG GRI, was adopted in November 2021 
by 25 out of the 27 Member States, by a majority of associated countries and by the European 
Commission. It includes a commitment to ‘employ existing and newly developed tools, such 
as Gender Equality Plans, to facilitate systemic institutional change and remove institutional 
barriers’ (32). On 26 November 2021, the Council of the European Union adopted a 
recommendation on a pact for R&I in Europe (33), and Council conclusions on the future 
governance of the ERA, which include the ERA’s 2022–2024 policy agenda in an annex (34). 
Action 5 of this policy agenda, entitled ‘Promoting gender equality and fostering 
inclusiveness, taking note of the Ljubljana Declaration’, specifies four key targets: 

• develop a policy coordination mechanism to support all aspects of gender equality 
through the creation of inclusive GEPs and policies and a dedicated EU network on their 
implementation; 

• develop a strategy to combat gender-based violence, including sexual harassment, in 
the European R&I system and to assure gender equality in working environments 
through institutional change in any RFO or RPO; 

• develop a policy approach to strengthen gender equality that addresses gender 
mainstreaming to advance the new ERA; 

• develop principles for the integration and evaluation of the gender perspective in R&I 
content in cooperation with national RFOs (35).  

A dedicated subgroup of the ERA Forum – the new ERA governance structure gathering 
representatives from Member States and observers from associated countries and EU-level 
stakeholder umbrella organisations – was created in March 2023 to support the 
implementation of action 5 of the ERA’s 2022–2024 policy agenda. This subgroup – on 
inclusive gender equality in the European Research Area – follows up on the policy 
coordination work carried out by the ERAC SWG GRI, whose activities ended in 2021 as a 
result of changes to ERA’s governance. 

In addition to action 5, action 4 of the policy agenda calls for an updated framework for the 
European Charter for Researchers and the code of conduct for the recruitment of 
researchers, established in 2005 (known together as the European Charter and Code for 
Researchers). On 13 July 2023, the Commission adopted a proposal for a Council 
recommendation on a European framework to attract and retain research, innovation and 

 

(31) Slovenian Presidency of the Council of the European Union (2021), Ljubljana Declaration – Gender equality in 
research and innovation, Brussels, 26 November 
(https://www.gov.si/assets/ministrstva/MIZS/Dokumenti/PSEU/Ljubljana-Declaration-on-Gender-Equality-in-
Research-and-Innovation-_endorsed_final.pdf). 

(32) Ibid. 
(33) Council of the European Union (2021), Council Recommendation (EU) 2021/2122 of 26 November 2021 on a 

pact for research and innovation in Europe (OJ L 431, 2.12.2021, p. 1) (https://eur-lex.europa.eu/legal-
content/EN/TXT/?uri=CELEX%3A32021H2122). 

(34) Council of the European Union (2021), Council conclusions – Future governance of the European Research 
Area (ERA), Brussels, 26 November (https://data.consilium.europa.eu/doc/document/ST-14308-2021-
INIT/en/pdf). 

(35) Ibid., p. 16. 

https://www.gov.si/assets/ministrstva/MIZS/Dokumenti/PSEU/Ljubljana-Declaration-on-Gender-Equality-in-Research-and-Innovation-_endorsed_final.pdf
https://www.gov.si/assets/ministrstva/MIZS/Dokumenti/PSEU/Ljubljana-Declaration-on-Gender-Equality-in-Research-and-Innovation-_endorsed_final.pdf
https://eur-lex.europa.eu/legal-content/EN/TXT/?uri=CELEX%3A32021H2122
https://eur-lex.europa.eu/legal-content/EN/TXT/?uri=CELEX%3A32021H2122
https://data.consilium.europa.eu/doc/document/ST-14308-2021-INIT/en/pdf
https://data.consilium.europa.eu/doc/document/ST-14308-2021-INIT/en/pdf
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entrepreneurial talent in Europe (36). The proposed Council recommendation introduces a 
new ‘charter for researchers’ addressed to researchers, employers, funders and 
policymakers, replacing the previous charter and code, and incorporating, among other 
improvements, a more holistic approach to achieving gender equality. Building on 
recommendations made in 2021 by the Triangle Task Force formed by the ERAC SWG GRI, 
and the standing working groups on human resources and mobility and open science and 
innovation (37), the revised Charter for Researchers highlights that ‘Sustainable institutional 
changes, channelled through Gender Equality plans or similar, that allow for proper reporting 
of infringements, and include monitoring and evaluation systems, are adequate mechanisms 
to promote Gender Equality’. 

Furthermore, the 18 January 2022 Commission communication on a new strategy for 
universities calls on Member States to encourage HEIs to implement GEPs or other 
measures to promote diversity and inclusion (38). 

2.1.1 From Horizon 2020 to Horizon Europe 

Although the GEP eligibility criterion was only introduced in Horizon Europe, RPOs have been 

encouraged to adopt GEPs since the release of the 2012 Commission communication on a 

reinforced ERA (39), and the European Commission started funding projects supporting GEP 

implementation under the 2010 work programme of the SIS programme within FP7. FP7 

(2007–2013) made substantial progress on gender equality. Under the programme, a target 

of 40 % of the under-represented sex was set for experts’ panels and other groups. The 

overall proportion of women evaluators was slightly higher than the target (40.4 %). In total, 

38 % of the people engaged in FP7 were women. However, a report by the relevant high-

level expert group states that under FP7 the share of women project coordinators was 

19.2 %, showing that, despite progress, ‘glass ceiling effects’ persisted (40). 

Horizon 2020 (2014–2020) was the first EU framework funding programme to foster 
gender equality in R&I as a cross-cutting issue. It ran during 2014–2020, with a budget 
of almost EUR 80 billion (41). This flagship initiative funded many projects and organisations, 
which were required to consider gender equality in terms of human resources, gender 
balance in research teams, and content, by analysing and accounting for gendered 
differences in research results. Research proposals were then evaluated based on the extent 
to which the gender dimension was adequately taken into account, and preference was given 

 

(36) European Commission (2023), Proposal for a Council recommendation on a European framework to attract 
and retain research, innovation and entrepreneurial talents in Europe (COM(2023) 436 final) (https://eur-
lex.europa.eu/legal-content/EN/TXT/?uri=COM%3A2023%3A0436%3AFIN). 

(37) General Secretariat of the Council of the European Union (2021), ERAC ‘Triangle Task Force’ report on the 
review of the European Charter and Code of Conduct for the Recruitment of Researchers, Brussels, 
20 December 
(https://era.gv.at/public/documents/4569/Triangle_Task_Force_Report_on_the_Review_of_the_European_Ch
arter_and_Code_of_Conduct.pdf). 

(38) European Commission (2022), Commission communication on a European strategy for universities 
(COM(2022) 16 final) (https://eur-lex.europa.eu/legal-content/EN/TXT/?uri=COM:2022:16:FIN). 

(39) European Commission (2012), Commission communication – A reinforced European Research Area 
partnership for excellence and growth (COM(2012) 0392 final) (https://eur-lex.europa.eu/legal-
content/EN/TXT/?uri=celex:52012DC0392). 

(40) European Commission (2016), ‘Commission presents its evaluation of the 7th framework programme for 
research’, factsheet, Brussels, 25 January 
(https://ec.europa.eu/commission/presscorner/detail/de/MEMO_16_146). 

(41) European Commission (n.d.), ‘Horizon 2020’ (https://research-and-innovation.ec.europa.eu/funding/funding-
opportunities/funding-programmes-and-open-calls/horizon-2020_en). 

https://eur-lex.europa.eu/legal-content/EN/TXT/?uri=COM%3A2023%3A0436%3AFIN
https://eur-lex.europa.eu/legal-content/EN/TXT/?uri=COM%3A2023%3A0436%3AFIN
https://era.gv.at/public/documents/4569/Triangle_Task_Force_Report_on_the_Review_of_the_European_Charter_and_Code_of_Conduct.pdf
https://era.gv.at/public/documents/4569/Triangle_Task_Force_Report_on_the_Review_of_the_European_Charter_and_Code_of_Conduct.pdf
https://eur-lex.europa.eu/legal-content/EN/TXT/?uri=COM:2022:16:FIN
https://eur-lex.europa.eu/legal-content/EN/TXT/?uri=celex:52012DC0392
https://eur-lex.europa.eu/legal-content/EN/TXT/?uri=celex:52012DC0392
https://ec.europa.eu/commission/presscorner/detail/de/MEMO_16_146
https://research-and-innovation.ec.europa.eu/funding/funding-opportunities/funding-programmes-and-open-calls/horizon-2020_en
https://research-and-innovation.ec.europa.eu/funding/funding-opportunities/funding-programmes-and-open-calls/horizon-2020_en
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to projects with a more equal gender balance (42). Importantly, the Horizon 2020 SWAFS 
work programme dedicated a significantly higher budget than other programmes to 
supporting the development of GEPs (43). From the 2010 SIS work programme under FP7 to 
the 2020 SWAFS work programme under Horizon 2020, the European Commission has 
supported the implementation of GEPs in over 200 RPOs and RFOs through 30 
collaborative projects (9 under FP7 and 21 under Horizon 2020), with a total budget of 
over EUR 72 million (44). 

There are a number of examples of positive impacts on gender equality in RPOs – including 
HEIs – and RFOs following their participation in the FP7 and Horizon 2020 projects presented 
in the case studies in this report. For example, case study 1 on the benefits of EU funding for 
GEP development and implementation includes many examples of impacts on the 
representation of women in institutions such as the Netherlands Cancer Institute, which 
saw a 30 % increase in the number of women in senior research positions and an overall 
increase in the number of women in the institute’s decision-making bodies following their 
involvement in the LIBRA project (45). Other examples of impacts presented in case study 1 
include the influence that EU-funded projects and GEPs have had even beyond the 
boundaries of the participating institutions. Two institutions involved in the SUPERA project, 
for example, strengthened gender-mainstreaming efforts in their respective regional funding 
bodies following the creation of a gender-sensitive research ecosystem (46). The case studies 
included in Section 11 provide additional examples of the positive impacts of EU-funded 
projects on specific institutions, as well as more generally, such as increased international 
collaboration, the creation of structured forms of knowledge sharing, and increased efforts 
towards achieving gender equality in European R&I. 

All GEP-implementing projects funded by FP7 and Horizon 2020 were requested to establish 
tools and resources to be used as the groundwork for future GEP development and 
implementation. Indicative examples include the Garcia project, which covered the 
integration of a gender-sensitive approach in teaching and research (47), and EGERA, which 
provided background information and criteria for identifying good examples of gender-
sensitive research initiatives (48). The Systemic Action for Gender Equality project (49) 
facilitated the design and implementation of tailored GEPs, structured around a wheel model 
with four quadrants: institutional governance, engendering knowledge, career progression 
and work–life balance. 

Apart from policy incentives, practical tools and support for the development and 
implementation of GEPs have been developed. One of the main instruments is the online 
Gender Equality in Academia and Research (GEAR) tool (50), developed by EIGE at the 
request of, and in close collaboration with, the European Commission’s Directorate-General 
(DG) for Research and Innovation. It provides universities, research organisations and RFOs 

 

(42) See the Horizon 2020 Online Manual at https://ec.europa.eu/research/participants/docs/h2020-funding-
guide/cross-cutting-issues/gender_en.htm. 

(43) European Commission (2020), Horizon 2020 – Work programme 2018–2020: 16. Science with and for Society 
(https://ec.europa.eu/research/participants/data/ref/h2020/wp/2018-2020/main/h2020-wp1820-swfs_en.pdf). 

(44) European Commission, Directorate-General for Research and Innovation (2021), Horizon Europe Guidance on 
Gender Equality Plans, Publications Office of the European Union, Luxembourg, p. 49. 

(45) GEARING-Roles (2022), The Journey towards Institutional Change: Transforming gender roles in the 
academia, final conference, Brussels, 18 October 2022. 

(46) Survey conducted as part of the study ‘Pilot assessment activities for the European Knowledge and Support 
Facility on Gender Equality Plans in Research and Innovation Organisations’ in September 2022. 

(47) See the information on the project in CORDIS at https://cordis.europa.eu/project/id/611737/reporting. 
(48) See the information on the project in CORDIS at https://cordis.europa.eu/project/id/612413. 
(49) See the information on the project in CORDIS at https://cordis.europa.eu/project/id/710534. 
(50) https://eige.europa.eu/gender-mainstreaming/toolkits/gear. 

https://ec.europa.eu/research/participants/docs/h2020-funding-guide/cross-cutting-issues/gender_en.htm
https://ec.europa.eu/research/participants/docs/h2020-funding-guide/cross-cutting-issues/gender_en.htm
https://ec.europa.eu/research/participants/data/ref/h2020/wp/2018-2020/main/h2020-wp1820-swfs_en.pdf
https://cordis.europa.eu/project/id/611737/reporting
https://cordis.europa.eu/project/id/612413
https://cordis.europa.eu/project/id/710534
https://eige.europa.eu/gender-mainstreaming/toolkits/gear
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with practical advice and tools through all stages of institutional change, from setting up a 
GEP to evaluating its real impact, incorporating good practices developed through the GEP-
related projects funded by FP7 and Horizon 2020. The GEAR tool was released at the end 
of 2016, and applicants to the following Horizon 2020 call on the topic of GEP implementation 
were instructed to build on its contents for their applications. The GEAR tool was updated in 
early 2022 and further tailored after GEPs became a requirement under Horizon Europe(51). 

In addition to projects implementing GEPs at specific institutions, several initiatives focused 
on capacity building and knowledge sharing were also funded under the Horizon 2020 
programme. Two examples of such projects are ACT and GE Academy, which came to an 
end in October and December 2021, respectively. ACT focused on creating communities of 
practice (CoPs) on GEPs, through supporting knowledge exchanges between institutions 
with experience in implementing GEPs and others that did not yet have similar solutions in 
place (52). GE Academy involved the creation of an online platform focused on developing 
and implementing a high-quality capacity-building programme on gender equality in 
research, innovation and higher education. Many of the materials gathered and offered by 
GE Academy concerned the implementation and design of GEPs (53). Other projects (e.g. 
GENDERACTION and GENDER-NET Plus) support transnational cooperation between 
national-level players, at the policy and funding levels. 

Tools for the integration of the gender dimension in R&I content were also developed 
under FP7. For example, in the GENSET project (54) a consensus report was developed that 
could be used as a practical tool to devise methods of incorporating gender knowledge and 
mainstreaming in European scientific institutions. The project aimed to improve the 
institutions’ individual and collective capacity to implement actions that would increase 
women’s participation in science. As part of the GENDER-NET project (55), the 
Recommendations for Integrating Gender Analysis into Research tool and an accompanying 
set of indicators were designed to measure the degree of integration of gender analysis in 
research. Other outputs under FP7 include the toolkit on gender in EU-funded research (56) 
and a report by the expert group on gendered innovations (57). 

Building on lessons learned and recommendations from the interim evaluation of the Horizon 

2020 programme, as well as ongoing monitoring activities, a public consultation and 

recommendations from experts, the European Commission launched a new framework 

programme for R&I: Horizon Europe 2021–2027 (58). For all public bodies, HEIs and 

research organisations from Member States and associated countries wishing to participate 

in Horizon Europe, having a GEP became an eligibility criterion. This requirement 

concerns the types of organisations that have been targeted by EU support for GEP 

development since FP7, and does not apply to non-associated countries, or private for-profit 

 

(51) EIGE (n.d.), ‘About the Gender Equality in Academia and Research Tool’ (https://eige.europa.eu/gender-
mainstreaming/toolkits/gear/about-gear-tool). 

(52) ACT (n.d.), ‘Project’ (https://act-on-gender.eu/project). 
(53) GE Academy (n.d.), ‘Gender equality training materials’ (https://ge-academy.eu). 
(54) See the information on the project in CORDIS at https://cordis.europa.eu/project/id/244301. 
(55) https://cordis.europa.eu/project/id/618124/reporting. 
(56) European Commission (2011), Toolkit Gender in EU-funded Research, Publications Office of the European 

Union, Luxembourg (https://op.europa.eu/en/publication-detail/-/publication/c17a4eba-49ab-40f1-bb7b-
bb6faaf8dec8/language-en/format-PDF/). 

(57) European Commission (2013), Gendered Innovations: How gender analysis contributes to research, 
Publications Office of the European Union, Luxembourg (https://op.europa.eu/en/publication-detail/-
/publication/d15a85d6-cd2d-4fbc-b998-42e53a73a449/language-en/format-PDF/source-293399231). 

(58) European Institute of Innovation & Technology (EIT) (2021), ‘Launch event for Horizon Europe – Watch the 
recording’ (https://eit.europa.eu/news-events/events/launch-event-horizon-europe-watch-here). 
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organisations, including small and medium-sized enterprises (SMEs), non-governmental 

organisations (NGOs) and civil-society organisations (CSOs), from Member States and 

associated countries (59). Furthermore, to allow prospective applicants to adapt to this new 

requirement, the enforcement of this eligibility criterion was postponed. The criterion was 

applied to calls for proposals with deadlines in 2022 and onwards, and specific guidance 

material has been produced and training delivered by DG Research and Innovation since 

2021. 

A GEP is defined by the Commission as ‘a set of commitments and actions that aim to 
promote gender equality in an organisation through a process of structural 
change’ (60). Importantly, a ‘strategic plan or an inclusion strategy that would fulfil all 
mandatory requirements of a GEP [would] be considered as equivalent’ (61). 

Dedicated funds are now available for actions supporting the development of inclusive 
GEPs in R&I organisations across Member States and associated countries under the 
‘Widening participation and strengthening the European Research Area’ (WIDERA) work 
programme (62). Inclusiveness in this case refers to GEPs adopting an intersectional 
perspective, incorporating characteristics such as gender, ethnicity, disability, age and 
socioeconomic background, as well as geographical and sectoral diversity (63). 

2.1.2 ERA national action plans 

Following the adoption of the ERA roadmap for 2015–2020 (64), Member States and 
associated countries were encouraged to adopt national action plans (NAPs) that 
addressed the different ERA priorities, including priority 4 on gender equality and 
gender mainstreaming in research. Through their ERA NAPs, countries could develop 
policies that addressed gender imbalances, particularly at senior levels and in decision-
making, and that strengthened the gender dimension of research content. Priority 4 was 
promoted within ERA NAPs, with the aim of facilitating the implementation of gender equality 
policies supporting institutional change through GEPs in RPOs and RFOs, and monitoring 
the effectiveness of these policies on a regular basis and adjusting measures as 
necessary (65). 

 

(59) European Commission (2021), ‘Gender equality plans (GEPs) – Frequently asked questions’ (https://research-
and-innovation.ec.europa.eu/system/files/2021-05/ec_rtd_gep-faqs.pdf). 

(60) European Commission, DG Research and Innovation (2021), Horizon Europe Guidance on Gender Equality 
Plans, Publications Office of the European Union, Luxembourg. 

(61) Ibid. 
(62) European Commission (n.d.), Horizon Europe – Work programme 2021–2022: 11. Widening participation and 

strengthening the European Research Area (https://ec.europa.eu/info/funding-
tenders/opportunities/docs/2021-2027/horizon/wp-call/2021-2022/wp-11-widening-participation-and-
strengthening-the-european-research-area_horizon-2021-2022_en.pdf). 

(63) European Commission (2021), European Research Area Policy Agenda – Overview of actions for the period 
2022–2024, Publications Office of the European Union, Luxembourg 
(https://commission.europa.eu/system/files/2021-11/ec_rtd_era-policy-agenda-2021.pdf). 

(64) Council of the European Union (2015), Council conclusions on the European Research Area roadmap 2015–
2020, Brussels, 29 May (https://data.consilium.europa.eu/doc/document/ST-9351-2015-INIT/en/pdf). 

(65) GENDERACTION (2021), ‘D 3.3 monitoring of ERA priority 4 implementation – Update and final assessment’, 
p. 10 (https://genderaction.eu/wp-content/uploads/2021/09/GENDERACTION_WP3_final_report.pdf). 
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In the GENDERACTION project, funded through Horizon 2020, a typology of countries was 
developed with respect to ERA NAPs and NAP implementation, dividing them into six 
clusters (66): 

• countries with a comprehensive and consistent NAP and corresponding implementation 
(Austria, Belgium, Germany, the Netherlands, Norway, Slovenia, Spain and Sweden); 

• countries with a focused NAP (Cyprus, Denmark, Finland, Ireland, Luxembourg, Malta, 
Portugal and Switzerland) that addresses two out of three ERA gender equality 
objectives; 

• countries with inconsistencies within the NAP or between the NAP and its implementation 
(Greece, Italy and the United Kingdom); 

• countries with an ‘actionistic’ NAP (Czechia, Estonia, Lithuania and Poland) that do not 
contain a contextual analysis but formulate priorities and/or implement measures; 

• countries with a focused NAP but without implementation (Bosnia and Herzegovina, 
Croatia, Latvia and Türkiye); 

• countries without a NAP (Hungary and Slovakia) or with a NAP that does not include 
gender equality priorities (Bulgaria and Romania). 

The GENDERACTION project found that, through the implementation of ERA NAPs, either 
national gender equality policies were developed for the first time or, for more experienced 
countries, existing policies were further developed and consolidated. A difference was 
observed between the countries that had joined the EU by 1995 (EU-15) and the countries 
that joined from 2004 onwards (EU-13). For 57 % of EU-13 countries, the NAP was the 
first policy document formulated on gender equality in R&I, while this was the case for 
only 25 % of EU-15 countries (67). It was also concluded that ‘the process linked to the ERA 
Roadmap development, implementation and monitoring does not provide incentives to 
increase engagement regarding gender equality in R&I for countries that are relatively 
inactive. Consequently, the gap between experienced and inactive countries with regard 
to gender equality in R&I is widening’ (emphasis added) (68). 

2.2 National policies 

At the national level, in part prompted by the ERA policy framework, in the past decade 
Member States and associated countries have progressively developed regulatory and 
policy frameworks for advancing gender equality in R&I. Importantly, some countries 
have opted for ‘hard’ measures, while others have taken ‘soft’ approaches. In fact, ‘the 
absence of a GEP requirement in a country is not necessarily an indicator of quality or 
absence of activity’ (69). The 2021 ERAC SWG GRI report underlines that ‘in some instances, 
significant progress has been made at the national level to support gender equality in … 
R&I … with concrete measures and actions other than a legal or policy requirement to adopt 
a GEP’ (70). One reason for this choice not to adopt specific GEP-focused legislation or 

 

(66) Ibid., pp. 36–37. 
(67) Ibid., p. 1. 
(68) Ibid., p. 50. 
(69) ERAC SWG GRI (2021), Gender Equality Plans as a Catalyst for Change, Brussels, p. 4 

(https://data.consilium.europa.eu/doc/document/ST-1202-2021-INIT/en/pdf). 
(70) Ibid. 
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normative acts is that some countries have adopted broader policies that aim to mainstream 
gender across policy areas rather than specifically through a GEP, as will be explored in 
greater detail below. 

For the purpose of this analysis, national measures that aim to advance gender equality in 
R&I are divided into two broad categories: those that support or impose the implementation 
of GEPs in R&I organisations specifically, and those that more broadly align with the three 
ERA gender equality objectives and the Horizon Europe’s thematic areas related to GEPs. 
These two categories are explored in more detail in Sections 2.2.1 and 2.2.2. 

2.2.1 Measures that support or impose a requirement for the implementation 
of gender equality plans 

Over the past decade, an increasing number of Member States and associated countries 
have developed measures and initiatives that support the advancement of gender equality in 
R&I, and, more specifically, the implementation of GEPs. According to a survey conducted 
by the ERAC SWG GRI among its members, in 2021, 13 countries had a GEP requirement 
specifically for HEIs at the national or regional level (among the Member States these 
countries are Denmark, Germany, Ireland, Spain, France, Austria, Portugal, Finland and 
Sweden, and among the associated countries they are Iceland, Israel, Norway and 
Switzerland) (71). Since then, countries have continued strengthening policies and adopting 
new policies that support or impose the implementation of a GEP; for example, Slovenia 
adopted a resolution in 2022 that requires all RPOs receiving public funding to have a 
GEP (72). 

National GEP requirements are usually established through national legislation. However, 
they can also be determined at the regional level, based on funding requirements, or through 
policies implemented by relevant ministries. It is important to acknowledge that the national 
requirements differ across the 13 countries under review. In addition, they do not necessarily 
align with the eligibility criteria outlined in Horizon Europe’s GEP. For example, certain 
countries, such as Austria, have less stringent requirements than Horizon Europe, while 
others, such as Norway, have more comprehensive requirements that include discriminatory 
grounds beyond gender alone. 

In Spain, the Organic Law for Effective Equality between Women and Men (Organic 
Law 3/2007) (73) made it compulsory for certain institutions and companies to adopt and 
implement GEPs (74). Moreover, Organic Law 4/2007 on universities stipulates that ‘within 
their organisational structures, universities will feature equality units specifically for the 
promotion and implementation of tasks related to the principle of equality between women 
and men’ (75). The 2011 Science, Technology and Innovation Law (Law 14/2011) extended 

 

(71) Ibid. 
(72) Ministry of Education, Science and Sport (2022), Resolution on the Slovenian scientific research and 

innovation strategy 2030 (ReZrIS30), Ljubljana 
(https://www.gov.si/assets/ministrstva/MIZS/Dokumenti/ZNANOST/Nacionalni-dokumenti/Resolution-on-the-
Slovenian-Scientific-Research-and-Innovation-Strategy-2030). 

(73) Ley Orgánica 3/2007, de 22 de marzo, para la igualdad efectiva de mujeres y hombres, 23 March 2007 
(https://www.boe.es/buscar/act.php?id=BOE-A-2007-6115). 

(74) See the information for Spain in the GEAR tool at https://eige.europa.eu/gender-
mainstreaming/toolkits/gear/legislative-policy-backgrounds/spain. 

(75) Ley Orgánica 4/2007, de 13 de abril, por la que se modifica la Ley Orgánica 6/2001, de 21 de diciembre, de 
Universidades, 13 April 2007 (https://www.boe.es/boe/dias/2007/04/13/pdfs/A16241-16260.pdf). 
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the mandate to adopt GEPs from universities to public research organisations (76). Then, in 
2020, Royal Decree 901/2020 on the regulation and registration of GEPs set out provisions 
regarding the minimum content of a GEP, including a detailed gender equality assessment 
as a baseline (77). Law 14/2011 was modified through Law 17/2022 on science, technology 
and innovation, which came into force in September 2022 and changed specific measures 
related to gender equality, including protections on work–life balance, actions against gender 
bias in recruitment in RPOs and RFOs, and targets on gender balance at all levels of staff (78). 
It also created a label for institutes that excel in the field of gender equality in R&I. Most 
recently, the Organic Law of the University System, adopted on 22 March 2023 (Organic 
Law 2/2023) reinforced Law 17/2022 and requires all universities to publish an equality plan, 
and create equality units and diversity units to support the implementation of their plan (79). 
In addition, universities are required to implement measures to address salary gaps and 
establish protocols against harassment. 

In Norway, the activity and reporting obligations in Sections 24 and 26 of the Equality and 
Anti-Discrimination Act (EADA) require all public employers and all private employers with 
more than 50 employees to work actively, purposefully and systematically to achieve gender 
equality (80). Reporting obligations mean that employers are required to have GEPs in place, 
and to issue a public statement on both the status of gender equality at the institution and the 
work they have done on the ‘activity duty’ (81). The Universities and University Colleges 
Act (82) also has a provision on gender equality, mirroring the reporting obligation of the 
Gender Equality and Discrimination Act. Since 2022, and in complementarity with the Horizon 
Europe GEP eligibility criterion, the Research Council of Norway has required all 
applicants from research organisations and the public sector to have a GEP in place 
in order to receive funding (83). Organisations have to work actively to achieve these 
commitments and must publish annual reports that are openly accessible. 

However, not every country has chosen to introduce a legal requirement at the national level 
to impose the implementation of GEPs. In Germany, the responsibility for higher education 
is decentralised among the 16 federal states (Länder), with each state having its own 
legislation. The requirement for HEIs to have a GEP in place is regulated at the regional 
level by individual states’ higher education acts (84). However, the 2015 Federal Equality 
Law does require public research institutions that are not universities to establish a GEP (85). 
In France, a 2019 law imposes a requirement for public authorities and establishments, 

 

(76) Ley 14/2011, de 1 de junio, de la Ciencia, la Tecnología y la Innovación, 2 June 2011 
(https://www.boe.es/buscar/act.php?id=BOE-A-2011-9617). 

(77) See the information for Spain in the GEAR tool at https://eige.europa.eu/gender-
mainstreaming/toolkits/gear/legislative-policy-backgrounds/spain. 

(78) Ley 17/2022, de 5 de septiembre, por la que se modifica la Ley 14/2011, de 1 de junio, de la Ciencia, la 
Tecnología y la Innovación, 6 September 2022 (https://www.boe.es/buscar/doc.php?id=BOE-A-2022-14581). 

(79) Ley Orgánica 2/2023, de 22 de marzo, del Sistema Universitario, 23 March 2023 
(https://www.boe.es/buscar/act.php?id=BOE-A-2023-7500). 

(80) Act relating to equality and a prohibition against discrimination, 16 June 2017 
(https://lovdata.no/dokument/NLE/lov/2017-06-16-51). 

(81) See Kifinfo (n.d.), ‘Action plans for equality and diversity’ (https://kifinfo.no/en/content/gender-action-plans). 
(82) Act relating to universities and university colleges (Universities and University College Act), 1 April 2005 

(https://www.regjeringen.no/contentassets/9d169ea2959d4ceb92d91d9e08dfa83a/the-university-and-
university-colleges-act.pdf). 

(83) Article on the Gender Equality Plan requirement at the Research Council of Norway; 
https://www.forskningsradet.no/en/financing/received-funding/action-plans-equality-gep/. 

(84) For example, see Law on universities in Baden-Württemberg (State Higher Education Act), 1 January 2005 
(https://www.landesrecht-
bw.de/jportal/?quelle=jlink&query=HSchulG+BW&psml=bsbawueprod.psml&max=true&aiz=true#jlr-
HSchulGBWV28P4). 

(85) Federal Equality Law, 24 April 2015 (https://www.gesetze-im-internet.de/bgleig_2015/BJNR064300015.html). 
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including RPOs, to have a GEP (86). To provide support and drive GEP adoption, the Ministry 
of Higher Education and Research provided universities and research organisations with a 
template for setting up mandatory equality action plans, with a deadline of 31 December 
2021 (87). The Slovenian Ministry of Education, Science and Sport adopted a resolution 
on the Slovenian 2030 scientific research and innovation strategy in 2022, which includes a 
measure that requires GEPs for research organisations that receive public funding (88). 

Several ERA countries have introduced financial incentives or even sanctions as a way 
of enforcing the GEP requirement (e.g. Finland, France, Iceland, Ireland, Israel, Spain and 
Sweden). For example, in Ireland, if HEIs do not comply with their obligation to develop a 
GEP, they are ineligible for public research funding by virtue of not holding an Athena 
Scientific Women’s Academic Network (SWAN) award (which necessitates having a GEP in 
place) (89). This means that they are at risk of losing up to 10 % of their core funding – as 
performance-based funding accounts for up to 10 % of HEIs’ funding allocation – for failing 
to make progress towards achieving gender equality. Box 1 explores Ireland’s measures to 
promote GEPs in more detail. In Israel, the Planning and Budgeting Committee, which 
provides funds to support institutions to develop GEPs, runs a gender equality ‘equator 
measure’. This offers additional budgetary support to the institutions demonstrating the most 
improvement in the area of gender equality. This means that if a GEP is not implemented, 
the institution will lose out financially (90). 

Box 1. Measures to promote GEPs in Ireland 

In 2022, the Higher Education Authority (HEA) published its second national review of 
gender equality in Irish HEIs (91). The first review in 2016 highlighted a dearth of senior 
female staff throughout HEIs (only 19 % of academic professor positions were held by 
women, and 28 % of the highest-paid positions among non-academic staff) (92). The 
second national review provided an updated overview of the situation and included 
recommendations for HEIs to better align with national requirements for the establishment 
of gender equality action plans, for leadership to take initiative on progressing towards 
achieving gender equality and for them to better incorporate gender equality efforts 
throughout HEIs. 

Following the first review, the 2018–2020 national gender action plan (GAP) 
‘Accelerating gender equality in Irish higher education institutions’, was developed in 2017 
by the newly created Gender Equality Taskforce (93). One of the taskforce’s 

 

(86) Loi n° 2019-828 du 6 août 2019 de transformation de la fonction publique, 7 August 2019 
(https://www.legifrance.gouv.fr/jorf/id/JORFTEXT000038889182/#:~:text=%2DUn%20comit%C3%A9%20socia
l%20territorial%20est,employant%20moins%20de%20cinquante%20agents). 

(87) See Ministry of Higher Education and Research (2021), ‘Plan national d'action 2021–2023 pour l'égalité 
professionnelle’ (https://www.enseignementsup-recherche.gouv.fr/fr/egalite-professionnelle). 

(88) Ministry of Education, Science and Sport (2022), Resolution on the Slovenian scientific research and 
innovation strategy 2030 (ReZrIS30), Ljubljana 
(https://www.gov.si/assets/ministrstva/MIZS/Dokumenti/ZNANOST/Nacionalni-dokumenti/Resolution-on-the-
Slovenian-Scientific-Research-and-Innovation-Strategy-2030). 

(89) ERAC SWG GRI (2021), Gender Equality Plans as a Catalyst for Change, Brussels, p. 16 
(https://data.consilium.europa.eu/doc/document/ST-1202-2021-INIT/en/pdf). 

(90) Ibid., p. 17. 
(91) HEA (2022), Gender Equality (https://hea.ie/assets/uploads/2022/03/Report-of-the-Expert-Group-2nd-HEA-

National-Review-of-Gender-Equality-in-Irish-Higher-Education-Institutions.pdf). 
(92) HEA (2016), HEA national review of gender equality in Irish higher education institutions, Dublin, p. 8 

(https://hea.ie/assets/uploads/2017/06/HEA-National-Review-of-Gender-Equality-in-Irish-Higher-Education-
Institutions.pdf). 

(93) HEA (2018), Gender Action Plan 2018–2020, Dublin (https://hea.ie/assets/uploads/2018/11/Gender-Equality-
Taskforce-Action-Plan-2018-2020.pdf). 
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https://hea.ie/assets/uploads/2018/11/Gender-Equality-Taskforce-Action-Plan-2018-2020.pdf
https://hea.ie/assets/uploads/2018/11/Gender-Equality-Taskforce-Action-Plan-2018-2020.pdf
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recommendations was for all HEIs to ‘submit their institutional gender action plan to the 
HEA and provide annual progress updates’ (94), a means of ensuring the development of 
a roadmap for attaining gender equality within each institution. Another of the action plan’s 
key recommendations was the establishment of the Centre for Excellence in Gender 
Equality in the HEA, which oversees the Senior Academic Leadership Initiative (95), the 
Gender Equality Enhancement Fund (96), the Athena SWAN Charter and the annual 
publication of staff data by gender. 

Moreover, three of Ireland’s key RFOs (Science Foundation Ireland (SFI), the Irish 
Research Council and the Health Research Board) announced in 2017 that they would 
make gender equality accreditation in HEIs a condition of funding (97). More 
specifically, HEIs had to have an Athena SWAN Bronze Award (meaning that they had to 
have a GEP in place) by the end of 2019 in order to be eligible to compete for research 
funding allocated by any of the three agencies. By the end of 2023, the institutions were 
required to hold the intermediate (silver) level accreditation to be eligible for competitive 
research funding. This represents a key step in promoting gender equality in research 
careers and the gender dimension of research content, with the combined annual budget 
for research for the three agencies being circa EUR 230 million. 

Since the 2016 review, Irish HEIs have, to a greater or lesser extent, invested in the 
advancement of gender equality. During the final dissemination event for this study, it was 
highlighted that a strong CoP and ‘critical mass’ of gender expertise were highly valuable 
in making progress towards achieving gender equality in the country. This can be seen in 
the fact that all HEIs have GAPs in place and are adhering to Athena SWAN timelines (98) 
(whereas 11 institutions and departments held Athena SWAN awards in 2016, this number 
had increased to 98 as of April 2022) (99). However, two issues that emerged between the 
two reviews were (1) the need to take an intersectional approach to addressing gender 
equality and (2) the impact of precarious employment on career development (100). In 
recognition of this, one of the recommendations of the expert group that performed the 
second national review was for HEIs to develop equality, diversity and inclusion (EDI) 
strategies and action plans ‘that seek to effect change in a way that centralises an 
intersectional approach to equality issues, within a 2–3-year timeframe’ (101). Another 
recommendation was to develop a strategy ‘to stabilise the funding of HEIs and eliminate 
reliance on precarious forms of employment within HEIs’ (102). 

Some countries have set up support structures to facilitate the adoption of GEPs by 
R&I institutions (e.g. Czechia, Denmark, Ireland, Spain, France, Austria, Portugal and 
Sweden, among Member States, and Iceland, Israel and Norway among associated 
countries). These support structures take different shapes, depending on the national context 
and the resources available. For example, the HEA in Ireland funds the Athena SWAN 

 

(94) Ibid., p. 10. 
(95) https://hea.ie/policy/gender/senior-academic-leadership-initiative/. 
(96) https://hea.ie/policy/gender/gender-equality-enhancement-fund2021/. 
(97) See SFI (n.d.), ‘Irish funding bodies to require Athena SWAN gender equality accreditation for higher 

education institutions to be eligible for research funding’ (https://www.sfi.ie/research-news/news/irish-funding-
bodies-to-require-athena-swan-gender-equality-accreditation-for-higher-education-institutions/). 

(98) HEA (2022), Gender Equality, p. 27 (https://hea.ie/assets/uploads/2022/03/Report-of-the-Expert-Group-2nd-
HEA-National-Review-of-Gender-Equality-in-Irish-Higher-Education-Institutions.pdf). 

(99) Ibid., p. 33. 
(100) Ibid., p. 21. 
(101) Ibid., p. 40. 
(102) Ibid., p. 46. 

https://hea.ie/policy/gender/senior-academic-leadership-initiative/
https://hea.ie/policy/gender/gender-equality-enhancement-fund2021/
https://www.sfi.ie/research-news/news/irish-funding-bodies-to-require-athena-swan-gender-equality-accreditation-for-higher-education-institutions/
https://www.sfi.ie/research-news/news/irish-funding-bodies-to-require-athena-swan-gender-equality-accreditation-for-higher-education-institutions/
https://hea.ie/assets/uploads/2022/03/Report-of-the-Expert-Group-2nd-HEA-National-Review-of-Gender-Equality-in-Irish-Higher-Education-Institutions.pdf
https://hea.ie/assets/uploads/2022/03/Report-of-the-Expert-Group-2nd-HEA-National-Review-of-Gender-Equality-in-Irish-Higher-Education-Institutions.pdf
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Charter (103), which is a framework that is used across multiple countries – including 
Australia, Canada, the United Kingdom and the United States – to support and transform 
gender equality within higher education and research (HER). This funding includes dedicated 
resources and training to support HEIs to develop GEPs (104). In Sweden, the Swedish 
Gender Equality Agency (105) has been established, which is a structure offering guidance 
and support for the process of GEP development (106). In Czechia, the Centre for Gender 
and Science helps research organisations and HEIs with the implementation of cultural and 
institutional changes based on GEPs (107). In Norway, the Committee for Gender Balance 
and Diversity in Research (Komité for kjønnsbalanse og mangfold i forskning (KIF)) is 
tasked with providing support and recommendations regarding measures that promote the 
integration of gender balance and diversity activities at universities, university colleges and 
research institutes (108). Finally, in Italy, the Ministry of Education, Universities and Research 
published in 2021 some guidelines to support universities in establishing GEPs (109). 
These serve as an ‘operational tool to facilitate the drafting of the document[s] by presenting 
the requirements required by the European Commission in Horizon Europe, and to illustrate 
how [GEPs] should fit into the Strategic Plans of Italian universities in synergy with other 
actions aimed at achieving organisational well-being and gender equality’ (110). 

While private for-profit organisations, including SMEs, and NGOs and CSOs, are not covered 
by the Horizon Europe GEP eligibility criterion, certain countries have a requirement that 
affects some of these other categories of legal entities. In Spain, Royal Decree 6/2019 of 
March 2019 extended the obligation to have a GEP to all companies and institutions 
with more than 50 employees (the previous threshold was 250 employees). It also 
reinforced the rights to equal pay for equal work and to work–life balance and established 
equal (non-transferable) parental leave for both parents (111). In Finland, a similar 
requirement is imposed on organisations with at least 30 employees by the Act on 
Equality between Women and Men (Act 609/1986) (112). In the United Kingdom, the Equality 
Act 2010 (Gender Pay Gap Information) regulations 2017113 require employers with at least 
250 employees to publish annual information to show whether there is a difference in the 
average pay of their men and women employees. Gender pay gap reporting is also required 
for members of Athena SWAN (114), in addition to the requirement to have a GEP in place. 

 

(103) https://www.advance-he.ac.uk/equality-charters/international-charters/athena-swan-ireland.  
(104) HEA (n.d.), ‘Higher education institutional staff profiles by gender’ (https://hea.ie/policy/gender/statistics/). 
(105) Swedish Gender Equality Agency (2022), ‘Government agencies and higher education institutions’ 

(https://swedishgenderequalityagency.se/gender-equality-in-sweden/gender-mainstreaming/government-
agencies-and-higher-education-institutions/). 

(106) ERAC SWG GRI (2021), Gender Equality Plans as a Catalyst for Change, Brussels 
(https://data.consilium.europa.eu/doc/document/ST-1202-2021-INIT/en/pdf). 

(107) Centre for Gender and Science (n.d.), ‘Community for change’ (https://genderaveda.cz/plany-genderove-
rovnosti-geps/kpz/). 

(108) See the committee’s website at https://kifinfo.no/en/content/committee-gender-balance-and-diversity-research-
kif-0. 

(109) Conferenza dei Rettori delle Università italiane (CRUI), Vademecum per l’elaborazione del Gender Equality 
Plan negli Atenei italiani, Rome (https://www.crui.it/archivio-notizie/vademecum-per-
l%E2%80%99elaborazione-del-gender-equality-plan-negli-atenei-italiani.html). 

(110) See CRUI, Vademecum per l’elaborazione del Gender Equality Plan negli Atenei italiani, Rome 
(https://www.crui.it/archivio-notizie/vademecum-per-l%E2%80%99elaborazione-del-gender-equality-plan-negli-
atenei-italiani.html). 

(111) Real Decreto-ley 6/2019, de 1 de marzo, de medidas urgentes para garantía de la igualdad de trato y de 
oportunidades entre mujeres y hombres en el empleo y la ocupación, 7 March 2019 
(https://www.boe.es/buscar/pdf/2019/BOE-A-2019-3244-consolidado.pdf). 

(112) Act on equality between men and women (Act 609/1986) 
(https://www.finlex.fi/en/laki/kaannokset/1986/en19860609).  

(113) 113 https://www.legislation.gov.uk/uksi/2017/172/contents/made 
(114) Interview with an RPO in the United Kingdom, conducted in 2022. 

https://www.advance-he.ac.uk/equality-charters/international-charters/athena-swan-ireland
https://hea.ie/policy/gender/statistics/
https://swedishgenderequalityagency.se/gender-equality-in-sweden/gender-mainstreaming/government-agencies-and-higher-education-institutions/
https://swedishgenderequalityagency.se/gender-equality-in-sweden/gender-mainstreaming/government-agencies-and-higher-education-institutions/
https://data.consilium.europa.eu/doc/document/ST-1202-2021-INIT/en/pdf
https://genderaveda.cz/plany-genderove-rovnosti-geps/kpz/
https://genderaveda.cz/plany-genderove-rovnosti-geps/kpz/
https://kifinfo.no/en/content/committee-gender-balance-and-diversity-research-kif-0
https://kifinfo.no/en/content/committee-gender-balance-and-diversity-research-kif-0
https://www.crui.it/archivio-notizie/vademecum-per-l%E2%80%99elaborazione-del-gender-equality-plan-negli-atenei-italiani.html
https://www.crui.it/archivio-notizie/vademecum-per-l%E2%80%99elaborazione-del-gender-equality-plan-negli-atenei-italiani.html
https://www.crui.it/archivio-notizie/vademecum-per-l%E2%80%99elaborazione-del-gender-equality-plan-negli-atenei-italiani.html
https://www.crui.it/archivio-notizie/vademecum-per-l%E2%80%99elaborazione-del-gender-equality-plan-negli-atenei-italiani.html
https://www.boe.es/buscar/pdf/2019/BOE-A-2019-3244-consolidado.pdf
https://www.finlex.fi/en/laki/kaannokset/1986/en19860609
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2.2.2 Measures that align with the ERA’s gender equality objectives and 
Horizon Europe’s thematic areas related to gender equality plans 

In addition to looking at measures, whether legislative or policy based, that impose or support 
the implementation of GEPs in R&I organisations, it is also important to consider measures 
that do not require GEPs but still align with the gender equality objectives of the previous 
ERA framework, and the five thematic areas recommended in the Horizon Europe GEP 
eligibility criterion. These measures are set out in Box 2. While the ERA gender equality 
objectives and the Horizon Europe eligibility criterion both intend these themes to be 
addressed through GEPs, this section aims to highlight national policies that are contributing 
to the advancement of these areas in R&I through alternative approaches. 

Box 2. ERA’s gender equality objectives and thematic areas recommended under the 
Horizon Europe GEP eligibility criterion 

The ERA, as defined in 2012, has three gender equality objectives: 

• fostering gender equality in scientific careers at all levels; 

• ensuring a gender balance in decision-making processes and bodies; 

• integrating the gender dimension in R&I content. 

These three ERA gender equality objectives directly correspond to points 2, 3 and 4, and 
more implicitly are key enablers of points 1 and 5, of the five thematic areas that a GEP 
is recommended to include in order to meet the eligibility criterion enforced by Horizon 
Europe: 

• work-life balance and organisational culture, 

• gender balance in leadership and decision-making, 

• gender equality in recruitment and career progression, 

• integration of the gender dimension into research and teaching content, 

• measures to combat gender-based violence, including sexual harassment (115). 

Work–life balance and organisational culture 

Creating an organisational culture that allows workers to have a work–life balance is essential 
in order to address the under-representation of women in the labour market, as will be 
discussed further in Section 1.1.1.1(a)(i)4. National policies can set standards for providing 
child support, adequate parental leave and flexible working arrangements in order to support 
researchers with caring responsibilities. Examples of EU-, national- and institutional-level 
policies to address work–life balance and organisational culture are presented in policy 

 

(115) European Commission (n.d.), ‘Gender equality in research and innovation’ (https://research-and-
innovation.ec.europa.eu/strategy/strategy-2020-2024/democracy-and-rights/gender-equality-research-and-
innovation_en). 

https://research-and-innovation.ec.europa.eu/strategy/strategy-2020-2024/democracy-and-rights/gender-equality-research-and-innovation_en
https://research-and-innovation.ec.europa.eu/strategy/strategy-2020-2024/democracy-and-rights/gender-equality-research-and-innovation_en
https://research-and-innovation.ec.europa.eu/strategy/strategy-2020-2024/democracy-and-rights/gender-equality-research-and-innovation_en
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brief 1, on the role of national and EU policies and wider contextual factors in the effective 
implementation of GEPs. 

2.2.2.1 Gender balance in leadership and decision-making 

Many countries have introduced national requirements to increase the share of women 
across disciplines and hierarchical levels. One way of doing this is to introduce quotas. For 
example, a legal quota has been in place in Austria for university bodies since 2009. It initially 
required all collegial bodies (e.g. the rectorate, university council, senate, senate 
commissions) to be made up of at least 40 % women. Since 2015, this has been increased 
to 50 % (116). If a university body does not fulfil the quota, the working group for equal 
opportunities (required to be established by the senate of each Austrian university) has to 
agree to its composition, otherwise all of its decisions are invalid. 

In the Flemish Region of Belgium, a 2012 special decree, relevant to the universities of 
Ghent and Antwerp, stipulates that no more than two thirds of the members of the 
following may be of the same sex: board of directors, governing bodies, advisory 
councils and selection committees (117). This was followed by the Flemish Interuniversity 
Council – Young Academy (Vlaamse Interuniversitaire Raad – Jonge Academie (VLIR-JA)) 
Charter, ‘Gender in academia 2019’ (118), which was signed by the rectors of the five Flemish 
universities. The charter was created in recognition of the fact that, despite progress towards 
achieving gender equality having been made, if the same rate of progress is maintained, it 
will take until at least 2050 for there to be real gender balance among academic staff in the 
five universities. The charter therefore aims to raise awareness of gender diversity, career 
obstacles and unconscious biases; screen and, where necessary, adjust promotion and 
recruitment procedures; achieve equal representation in councils and committees; offer a 
balanced work culture for everyone; and systematically monitor changes in gender balance. 
Action line 3 of the Charter stipulates that ‘Councils and committees, at the level of the 
institution and, if possible, given the proportion of both sexes in the population, also at the 
level of the faculties, have a maximum of 2/3 voting members of the same sex’ (emphasis 
added) (119). This is an intermediate goal, with a maximum of 50–60 % of the same sex being 
the target. 

Nordic countries have a long tradition of progressive national legislation aimed at 
promoting gender equality, and are ranked highly in international comparisons; however, 
gender differences have been found to persist in top academic positions (120). In 
Finland, Norway and Sweden, the proportion of women professors is approximately 
30 % (121). In an attempt to improve this proportion and to recruit more women professors, at 
the University of Oslo there is a policy whereby there is a preference for hiring associate 

 

(116) See the information for Austria in the GEAR tool at https://eige.europa.eu/gender-
mainstreaming/toolkits/gear/legislative-policy-backgrounds/austria. 

(117) Bijzonder decreet van 13 juli 2012 houdende wijziging van het bijzonder decreet van 26 juni 1991 betreffende 
de Universiteit Gent en het Universitair Centrum Antwerpen, 17 August 2012 
(https://etaamb.openjustice.be/nl/bijzonder-decreet-van-13-juli-2012_n2012204554.html). 

(118) VLIR and JA (2019), VLIR-JA Charter – Gender in academia 2019, Brussels, 26 June (https://vlir.be/wp-
content/uploads/2019/10/Publicaties-Gender-in-Academia-Gendercharter_VLIR-JA-1.pdf). 

(119) Ibid., action line 3. 
(120) Silander, C., Haake, U., Lindberg, L. and Riis, U. (2021), ‘Nordic research on gender equality in academic 

careers: A literature review’, European Journal of Higher Education, Vol. 12, No 1, p. 73 
(https://www.tandfonline.com/doi/epub/10.1080/21568235.2021.1895858?needAccess=true). 

(121) Kilden genderresearch.no (2021), ‘Fewer gender equality measures in academia in Finland than in Norway 
and Sweden’ (https://kjonnsforskning.no/en/2021/02/fewer-gender-equality-measures-academia-finland-
norway-and-sweden). 

https://eige.europa.eu/gender-mainstreaming/toolkits/gear/legislative-policy-backgrounds/austria
https://eige.europa.eu/gender-mainstreaming/toolkits/gear/legislative-policy-backgrounds/austria
https://etaamb.openjustice.be/nl/bijzonder-decreet-van-13-juli-2012_n2012204554.html
https://vlir.be/wp-content/uploads/2019/10/Publicaties-Gender-in-Academia-Gendercharter_VLIR-JA-1.pdf
https://vlir.be/wp-content/uploads/2019/10/Publicaties-Gender-in-Academia-Gendercharter_VLIR-JA-1.pdf
https://www.tandfonline.com/doi/epub/10.1080/21568235.2021.1895858?needAccess=true
https://kjonnsforskning.no/en/2021/02/fewer-gender-equality-measures-academia-finland-norway-and-sweden
https://kjonnsforskning.no/en/2021/02/fewer-gender-equality-measures-academia-finland-norway-and-sweden
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professors as opposed to full professors (122). These associate professors can then apply for 
promotion to full professor when they are ready. This is because, when a vacancy for an 
associate professor at the faculty is announced, women are normally recruited in around 
40 % of cases, whereas in only around 20 % of cases are women recruited to a full professor 
position. 

In Italy, Law 240/2010 on the general reform of university education (123) calls for gender 
balance on the board of trustees of research institutions (although it does not specify 
targets). It also extends maternity leave (5 months, at 80 % of salary) to postdoctoral 
researchers. In Germany, Article 3 of the 2007 Framework Act for Higher Education 
(Hochschulrahmengesetz, HRG) obliges universities to promote gender equality and 
strive to eliminate existing inequalities. Compliance with this provision is a criterion for 
granting public funding to universities (HRG, Article 5) (124). Moreover, there is a ‘recruiting 
initiative’ aimed at increasing the share of women in key positions at centres of the Helmholtz 
Association, a national non-university German RPO, implemented as part of the Helmholtz 
Guideline on Diversity and Inclusion in 2020 (125). A target quota for new appointments 
stipulates that at least 50 % of these positions should be filled by women. With a total budget 
of EUR 32 million, three internal calls for the 18 Helmholtz centres have been published thus 
far, resulting in 48 new recruits (30 of whom are women). 

2.2.2.2 Gender equality in recruitment and career progression 

The thematic area on ensuring gender equality in recruitment and career progression 
overlaps with that of fostering gender equality in scientific careers. Organisations in certain 
countries have developed specific practices in their recruitment methods to ensure that this 
objective is met. 

For example, the Dutch Research Council (Nederlandse Organisatie voor 
Wetenschappelijk Onderzoek (NWO)) is working towards achieving gender equality in 
recruitment and career progression through the introduction of an inclusive 
assessment video and training module (126). This video has a broad approach, focusing 
on diversity, that incorporates not only gender but also other dimensions (e.g. disability and 
sexual orientation). It also focuses on raising awareness and on what can be done to prevent 
unconscious bias. In preparation for this, NWO hired two specialist scientists to help with the 
development of the video and the training. It also provided the scientific literature on which 
the approach is based, establishing an evidence base that is grounded in scientific research. 
Assessors are obliged to watch this video, and all policy officers who assist in research 
assessment are trained in this using a train-the-trainer approach (127). 

NWO has recently launched the programme ‘Advancing equity in academia through 
innovation’ (128) in an effort to be more inclusive in its approach to recruitment. An RFO stated, 

 

(122) Ibid. 
(123) Legge 30 dicembre 2010, n. 240, ‘Norme in materia di organizzazione delle università, di personale 

accademico e reclutamento, nonche’ delega al Governo per incentivare la qualità e l'efficienza del sistema 
universitario’, 14 January 2011 (https://www.normattiva.it/uri-res/N2Ls?urn:nir:stato:legge:2010-12-30;240). 

(124) See the information for Germany in the GEAR tool at https://eige.europa.eu/gender-
mainstreaming/toolkits/gear/legislative-policy-backgrounds/germany. 

(125) GENDERACTION (2021), ‘D 3.3 monitoring of ERA priority 4 implementation – Update and final assessment’, 
p. 29 (https://genderaction.eu/wp-content/uploads/2021/09/GENDERACTION_WP3_final_report.pdf). 

(126) https://www.nwo.nl/en/inclusive-assessment. 
(127) Interview with an RFO, conducted in 2022. 
(128) NWO (n.d.), ‘Advancing equity in academia through innovation’ 

(https://www.nwo.nl/en/researchprogrammes/advancing-equity-academia). 

https://www.normattiva.it/uri-res/N2Ls?urn:nir:stato:legge:2010-12-30;240
https://eige.europa.eu/gender-mainstreaming/toolkits/gear/legislative-policy-backgrounds/germany
https://eige.europa.eu/gender-mainstreaming/toolkits/gear/legislative-policy-backgrounds/germany
https://genderaction.eu/wp-content/uploads/2021/09/GENDERACTION_WP3_final_report.pdf).
https://www.nwo.nl/en/inclusive-assessment
https://www.nwo.nl/en/researchprogrammes/advancing-equity-academia
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‘This funding instrument aims at contributing to equity and inclusion of under-represented 
ethnic groups and a cultural change in academia in that regard. The intended impact is a 
more inclusive culture where everybody is valued, irrespective of the ethnic background’ (129). 
This programme is linked to the national action plan for greater diversity and inclusion 
in higher education and research’, which was launched in 2020 in close collaboration with 
various parties, including NWO. ‘Starting in 2021, NWO [has been] making EUR 12.5 million 
available for an impulse programme aimed at Dutch researchers with a non-Western 
background and refugees. In addition, new targets will be set this year for the number of 
women professors at universities by 2025’ (130). The first cohort of projects supported through 
the NWO’s advancing equity in academia through innovation programme was announced in 
March 2023, with a collective investment of EUR 1.3 million (131). 

Other examples of national policies related to this area include those in France, Hungary and 
Italy. In Italy, the Ministry of University and Research has adopted the national research 
programme for 2021–2027, which includes recommendations on gender balance in 
recruitment (132). In France, a 2021–2023 NAP for professional equality between women and 
men was adopted by the Ministry of Higher Education and Research, as well as the Ministry 
of National Education and Youth and the Ministry of Sports and the Olympic and Paralympic 
Games (133). The action plan covers five main areas, including measures to enable equal 
access to professions and professional responsibilities and to address career development 
gaps between women and men. In Hungary, the National Research, Development and 
Innovation Office adopted the 2021–2030 research, development and innovation strategy of 
Hungary, which has a cross-cutting objective of achieving gender equality in the R&I system. 
To help meet this objective, the initiative encourages the implementation of policy 
interventions to strengthen the reintegration of women into the labour market after having 
children through offering alternative employment opportunities and additional support. The 
initiative ultimately aims to support the career progression of women in research and 
development (R&D) by encouraging policies that support researchers raising children. 

Integration of the gender dimension into research and teaching content 

Integrating the gender dimension into research content and teaching is one of the gender 
equality objectives that is less frequently addressed. One way of assessing this is to look 
at mentions of this objective in ERA NAPs: only 11 NAPs (38 %) mention this dimension, 
compared with almost all NAPs for the first ERA objective (increasing the share of women in 
all fields and hierarchical levels of R&I) and 69 % of NAPs for the second objective (effecting 
structural change to abolish barriers for women’s careers) (134). Furthermore, case study 5, 
on the impact of GEPs in STEM-focused HEIs and RPOs, included in Section 11, found one 
of the main challenges for STEM-focused RPOs was incorporating a gender dimension in 
specific fields, such as physics and mathematics. Nevertheless, there are numerous 

 

(129) Interview with an RFO, conducted in 2022. 
(130) NWO, ‘National action plan for diversity and inclusion launched’ (https://www.nwo.nl/en/national-action-plan-

for-diversity-and-inclusion). 
(131) NWO, ‘New research programme on equity and inclusion in academia’ (https://www.nwo.nl/en/news/new-

research-programme-equity-and-inclusion-academia). 
(132) Ministry of Education, Universities and Research (2020), Programma nazionale per la ricerca 2021–2027, 

Rome (https://www.mur.gov.it/sites/default/files/2021-01/Pnr2021-27.pdf). 
(133) Ministry of National Education and Youth (2023), ‘Le ministère s'engage pour l'égalité professionnelle’ 

(https://www.education.gouv.fr/le-ministere-s-engage-pour-l-egalite-professionnelle-9284). 
(134) Genderaction (2021), ‘D 3.3 monitoring of ERA priority 4 implementation – Update and final assessment’, p. 24 

(https://genderaction.eu/wp-content/uploads/2021/09/GENDERACTION_WP3_final_report.pdf). 

https://www.nwo.nl/en/national-action-plan-for-diversity-and-inclusion
https://www.nwo.nl/en/national-action-plan-for-diversity-and-inclusion
https://www.nwo.nl/en/news/new-research-programme-equity-and-inclusion-academia
https://www.nwo.nl/en/news/new-research-programme-equity-and-inclusion-academia
https://www.mur.gov.it/sites/default/files/2021-01/Pnr2021-27.pdf
https://www.education.gouv.fr/le-ministere-s-engage-pour-l-egalite-professionnelle-9284
https://genderaction.eu/wp-content/uploads/2021/09/GENDERACTION_WP3_final_report.pdf.
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examples of national policies that target the integration of gender into research and teaching 
content, including in STEM disciplines. 

One example of the integration of the gender dimension in research content is Italy’s 2018 
plan for the application and disseminationgender medicine, which is the study of how 
biological (sex-based) and socioeconomic and cultural (gender-based) differences influence 
people’s health 135 This plan contains provisions to reform regulations on clinical trials of 
medicinal products, provisions to reorganise healthcare professions and other provisions 
concerning the medical directors of the Ministry of Health. This plan was based on 
Law 3/2018 136, which required the preparation of ‘a plan to promote Gender Medicine 
through dissemination, training and recommended practices for research, prevention, 
diagnosis and treatment that take gender differences into consideration, so as to ensure that 
the quality and appropriateness of care provided by the National Health System are 
consistent across the country . 

In addition, specialist departments within national institutes can play a key role in ensuring 
that the gender dimension is integrated into research and teaching content. For example, the 
Centre for Gender and Science of the Czech Academy of Sciences established in 2001 
focuses specifically on the gender sociology of science, feminist science and technology 
studies, and gender equality in research (137). The centre plays a key role in developing 
international cooperation in the field of research into gender inequalities in research. 

Other good practices that integrate the gender dimension into research and teaching content, 
as listed in a 2021 GENDERACTION report (138), are presented below: 

• the Austrian Femtech initiative (139) supports activities designed to raise awareness 
and enhance the visibility of women in research and technology (including Femtech’s 
database of female experts, Femtech’s female expert of the month and Femtech’s 
networking meetings); 

• the Belgian inter-university master’s in gender studies (140)is offered at the 
universities of Antwerp, Brussels, Ghent, Hasselt and Louvain; 

• Cyprus’s United Nations Educational, Scientific and Cultural Organization Chair in 
Gender Equality and Empowerment at the University of Cyprus (141)aims to provide 
new ways in which common problems faced by the population of the region can be 
addressed through a gender perspective; 

 

(135) Piano per l’applicazione e la diffusione della Medicina di Genere (in attuazione dell’articolo 3, comma 1, 
Legge 3/2018), 6 May 2019 (https://www.salute.gov.it/imgs/C_17_pubblicazioni_2860_allegato.pdf). 

(136) Legge 11 gennaio 2018, n. 3, ‘Delega al Governo in materia di sperimentazione clinica di medicinali nonche’ 
disposizioni per il riordino delle professioni sanitarie e per la dirigenza sanitaria del Ministero della salute’, 
31 January 2018 (https://www.gazzettaufficiale.it/eli/id/2018/1/31/18G00019/sg). 

(137) See Czech Academy of Sciences (n.d.), ‘National contact centre for gender & science’ 
(https://www.soc.cas.cz/en/department/national-contact-centre-gender-science). 

(138) Genderaction (2021), ‘D 3.3 monitoring of ERA priority 4 implementation – Update and final assessment’, 
pp. 34–36 (https://genderaction.eu/wp-content/uploads/2021/09/GENDERACTION_WP3_final_report.pdf). 

(139) https://www.femtech.at/en/femtechs-database-female-experts. 
(140) https://www.mastergenderendiversiteit.be/nieuwe-interuniversiataire-opleiding/english/. 
(141) https://websites.ucy.ac.cy/unesco/en/welcome-message.html. 

https://www.salute.gov.it/imgs/C_17_pubblicazioni_2860_allegato.pdf
https://www.gazzettaufficiale.it/eli/id/2018/1/31/18G00019/sg
https://www.soc.cas.cz/en/department/national-contact-centre-gender-science
https://genderaction.eu/wp-content/uploads/2021/09/GENDERACTION_WP3_final_report.pdf.
https://www.femtech.at/en/femtechs-database-female-experts
https://www.mastergenderendiversiteit.be/nieuwe-interuniversiataire-opleiding/english/
https://websites.ucy.ac.cy/unesco/en/welcome-message.html
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• the German Networking and Transfer initiative funded projects in areas that were 
previously under-researched in gender research, such as medicine, economics, 
engineering and the natural sciences (142); 

• the Research Council of Norway’s policy for gender balance and gender 
perspectives in research (143) outlined how the research council aimed to anchor the 
gender dimension in its own research and funding. 

Measures to combat gender-based violence, including sexual harassment 

Gender-based violence was not included as a specific thematic area in the previous ERA 
framework; however, it is explicitly mentioned under action 5 of the ERA’s 2022–2024 policy 
agenda to ‘promote gender equality and foster inclusiveness, taking note of the Ljubljana 
Declaration’ (144). One of the deliverables under action 5 is a strategy to counteract gender-
based violence, including sexual harassment, in the European R&I system. In line with this 
deliverable, one of the thematic areas that it is recommended a GEP address under the 
eligibility criterion enforced in Horizon Europe is that of measures against gender-based 
violence. Indeed, ‘there is evidence that gender-based violence and sexual harassment are 
widespread in public institutions and universities, but this is not based on systematically 
collected data’ (145). 

In order to combat and ultimately put an end to sexual violence and harassment in HEIs, a 
national policy framework was published in Ireland in 2019, often referred to as the 
‘framework for consent’ (146). One of the targets of the initiatives under the framework was 
to enable HEIs to ‘create and implement an education plan to ensure all staff and relevant 
students have at least a minimal agreed understanding and capacity to support 
students’ (147). In line with this, in 2021, HEIs submitted action plans (published on each 
institution’s website) aimed at ending sexual violence and harassment to the HEA. 
Following this, in January 2022, the HEA published the reports of the national surveys of staff 
and student experiences of sexual violence and harassment in Irish HEIs (148). The surveys 
found that both the students and the staff who responded reported alarming levels of sexual 
harassment and violence, indicating an urgent need for further, holistic action (149). In light of 
this, an implementation plan was published in October 2022 to end sexual violence and 
harassment in HEIs (150). 

 

(142) Genderaction (2021), ‘D 3.3 monitoring of ERA priority 4 implementation – Update and final assessment’, p. 34 
(https://genderaction.eu/wp-content/uploads/2021/09/GENDERACTION_WP3_final_report.pdf). 

(143) Ibid., p. 36. 
(144) European Commission (2021), European Research Area Policy Agenda: Overview of actions for the period 

2022–2024, Publications Office of the European Union, Luxembourg, p. 8 
(https://commission.europa.eu/system/files/2021-11/ec_rtd_era-policy-agenda-2021.pdf). 

(145) EIGE (n.d.), ‘Measures against gender-based violence including sexual harassment’ 
(https://eige.europa.eu/gender-mainstreaming/toolkits/gear/measures-against-gender-based-violence-
including-sexual-harassment). 

(146) Government of Ireland (2019), Safe, Respectful, Supportive and Positive: Ending sexual violence and 
harassment in Irish higher education institutions 
(https://assets.gov.ie/24925/57c394e5439149d087ab589d0ff39c92.pdf). 

(147) Ibid., p. 18. 
(148) See HEA (n.d.), ‘Ending sexual violence and harassment in Irish HEIs’ (https://hea.ie/policy/gender/ending-

sexual-violence-and-harassment-in-irish-higher-education-institutions/). 
(149) HEA (2022), Ending sexual violence and harassment in higher education institutions: Implementation plan 

2022–2024 (https://hea.ie/assets/uploads/2021/04/HEA_ESVH_Implementation_Plan_FINAL.pdf). 
(150) Ibid. 

https://genderaction.eu/wp-content/uploads/2021/09/GENDERACTION_WP3_final_report.pdf.
https://commission.europa.eu/system/files/2021-11/ec_rtd_era-policy-agenda-2021.pdf
https://eige.europa.eu/gender-mainstreaming/toolkits/gear/measures-against-gender-based-violence-including-sexual-harassment
https://eige.europa.eu/gender-mainstreaming/toolkits/gear/measures-against-gender-based-violence-including-sexual-harassment
https://assets.gov.ie/24925/57c394e5439149d087ab589d0ff39c92.pdf
https://hea.ie/policy/gender/ending-sexual-violence-and-harassment-in-irish-higher-education-institutions/
https://hea.ie/policy/gender/ending-sexual-violence-and-harassment-in-irish-higher-education-institutions/
https://hea.ie/assets/uploads/2021/04/HEA_ESVH_Implementation_Plan_FINAL.pdf
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In Sweden, gender-based violence in universities and research organisations has become 
increasingly topical in recent years, partly due to the 2017 #MeToo movement (151). In 
response, the government tasked the Swedish Council for Higher Education with 
reporting on HEIs’ efforts to prevent sexual harassment, their procedures for handling 
suspected sexual harassment and examples of good practices (152). The report found that 
sexual harassment policies and knowledge production in the Swedish higher education 
sector (HES) tend to strive for the simplification and formalisation of the concept of sexual 
harassment, in order to make it ‘manageable’. This is in contrast with the fact that ‘research 
points to the opposite need for a diversified understanding of harassment by differentiating 
between acts of discrimination, sexual harassment and gender harassment’ (153). 

In France, a NAP against sexist and sexual violence in HER was launched in 2021 by the 
Ministry of Higher Education and Research and will be supported with EUR 7 million from 
2021 to 2025 (154). The plan incorporates the conclusions of a working group made up of 
representatives from the ministry responsible for gender equality, as well as four conferences 
of HEIs representing presidents, engineering schools, grandes écoles and management 
schools. The action plan covers four main areas: training and awareness raising, 
strengthening reporting mechanisms, reinforcing communication targeting prevention, and 
providing support for initiatives launched by students and staff. In addition, the Student 
Observatory of Sexual and Gender-Based Violence in Higher Education, a national student 
association in France, conducted a national survey on the prevalence of violence in 
universities in 2020 that received over 10 000 responses (155). The 2020 survey found that 1 
in 10 students reported being a victim of sexual violence, which had not changed in an update 
on the survey published in 2023 (156). 

The UniSAFE project, a project funded through the Horizon 2020 SWAFS work programme 
focused on combating gender-based violence in European academia, has also produced an 
inventory of policies and measures to respond to gender-based violence in European 
universities and research organisations (157). Through mapping 48 institutions in 11 Member 
States (Belgium, Czechia, Germany, Ireland, Spain, France, Italy, Lithuania, Poland, Finland 
and Sweden) and four associated countries (Iceland, Serbia, Türkiye and the United 
Kingdom), it was found that most institutions had a relevant document in place for addressing 
gender-based violence. In terms of the scope of the institutional policies in question, 37 out 

 

(151) See the information for Sweden in the GEAR tool at https://eige.europa.eu/gender-
mainstreaming/toolkits/gear/legislative-policy-backgrounds/sweden. 

(152) Swedish Council for Higher Education (2020), Efforts to Prevent Sexual Harassment in Academia 
(https://www.uhr.se/globalassets/_uhr.se/publikationer/2020/uhr-efforts-to-prevent-sexual-harassment-in-
academia.pdf). 

(153) Ibid., p. 44. 
(154) Ministry of Higher Education, Research and Innovation (2021), ‘Une nouvelle étape dans la lutte contre les 

violences sexistes et sexuelles dans l'enseignement supérieur et la recherche avec le déploiement d'un plan 
national d'action’ (https://www.enseignementsup-recherche.gouv.fr/fr/une-nouvelle-etape-dans-la-lutte-contre-
les-violences-sexistes-et-sexuelles-dans-l-enseignement-51410). 

(155) Observatoire Étudiant des Violences Sexuelles et Sexistes dans l’Enseignement Supérieur (2020), Paroles 
étudiantes sur les violences sexuelles et sexists: Rapport complete (https://observatoire-vss.com/wp-
content/uploads/2022/04/Rapport-complet-_Paroles-e%CC%81tudiantes-sur-les-violences-sexuelles-et-
sexistes_-de-lObservatoire-E%CC%81tudiant-des-Violences-Sexuelles-et-Sexistes-dans-lEnseignement-
Supe%CC%81rieur-12_10_2020.pdf). 

(156) Observatoire Étudiant des Violences Sexuelles et Sexistes dans l’Enseignement Supérieur (2023), 2023 
Baromètre des violences sexistes et sexuelles dans l'Enseignement supérieur (https://observatoire-
vss.com/wp-content/uploads/2023/04/Rapport-detaille-Barometre-2023-des-violences-sexistes-et-sexuelles-
dans-lEnseignement-superieur.pdf). 

(157) Huck, A., Andreska, Z., Dvořáčková, J. and Linková, M. (2022), ‘Inventory of policies and measures to respond 
to GBV in European universities and research organisations’, Deliverable No 5.1 
(https://zenodo.org/records/5939082). 

https://eige.europa.eu/gender-mainstreaming/toolkits/gear/legislative-policy-backgrounds/sweden
https://eige.europa.eu/gender-mainstreaming/toolkits/gear/legislative-policy-backgrounds/sweden
https://www.uhr.se/globalassets/_uhr.se/publikationer/2020/uhr-efforts-to-prevent-sexual-harassment-in-academia.pdf
https://www.uhr.se/globalassets/_uhr.se/publikationer/2020/uhr-efforts-to-prevent-sexual-harassment-in-academia.pdf
https://www.enseignementsup-recherche.gouv.fr/fr/une-nouvelle-etape-dans-la-lutte-contre-les-violences-sexistes-et-sexuelles-dans-l-enseignement-51410
https://www.enseignementsup-recherche.gouv.fr/fr/une-nouvelle-etape-dans-la-lutte-contre-les-violences-sexistes-et-sexuelles-dans-l-enseignement-51410
https://observatoire-vss.com/wp-content/uploads/2022/04/Rapport-complet-_Paroles-e%CC%81tudiantes-sur-les-violences-sexuelles-et-sexistes_-de-lObservatoire-E%CC%81tudiant-des-Violences-Sexuelles-et-Sexistes-dans-lEnseignement-Supe%CC%81rieur-12_10_2020.pdf
https://observatoire-vss.com/wp-content/uploads/2022/04/Rapport-complet-_Paroles-e%CC%81tudiantes-sur-les-violences-sexuelles-et-sexistes_-de-lObservatoire-E%CC%81tudiant-des-Violences-Sexuelles-et-Sexistes-dans-lEnseignement-Supe%CC%81rieur-12_10_2020.pdf
https://observatoire-vss.com/wp-content/uploads/2022/04/Rapport-complet-_Paroles-e%CC%81tudiantes-sur-les-violences-sexuelles-et-sexistes_-de-lObservatoire-E%CC%81tudiant-des-Violences-Sexuelles-et-Sexistes-dans-lEnseignement-Supe%CC%81rieur-12_10_2020.pdf
https://observatoire-vss.com/wp-content/uploads/2022/04/Rapport-complet-_Paroles-e%CC%81tudiantes-sur-les-violences-sexuelles-et-sexistes_-de-lObservatoire-E%CC%81tudiant-des-Violences-Sexuelles-et-Sexistes-dans-lEnseignement-Supe%CC%81rieur-12_10_2020.pdf
https://observatoire-vss.com/wp-content/uploads/2023/04/Rapport-detaille-Barometre-2023-des-violences-sexistes-et-sexuelles-dans-lEnseignement-superieur.pdf
https://observatoire-vss.com/wp-content/uploads/2023/04/Rapport-detaille-Barometre-2023-des-violences-sexistes-et-sexuelles-dans-lEnseignement-superieur.pdf
https://observatoire-vss.com/wp-content/uploads/2023/04/Rapport-detaille-Barometre-2023-des-violences-sexistes-et-sexuelles-dans-lEnseignement-superieur.pdf
https://zenodo.org/records/5939082
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of 105 (35 %) were documents (e.g. policies, protocols, action plans, leaflets or information 
documents) focused solely on addressing and combating gender-based violence in 
RPOs (158). 

Finally, it is important to note the call for action ‘Ending gender-based violence in 
academia: Toward gender-equal, safe and inclusive research and higher education’, 
published during the Czech Presidency of the Council of the EU (159). In November 2022, the 
Centre for Gender and Science at the Institute of Sociology of the Czech Academy of 
Sciences organised under Presidency auspices an international conference on gender-based 
violence in academia to advance the debate on the actions needed to improve the protection 
of students and staff from all forms of violence in academic settings, with issues discussed 
including internationalisation, intersectionality and epistemic injustices (160). The Czech 
Minister for Education has endorsed the call for action, which aims to engage key 
stakeholders across the ERA in the effort to ensure gender-equal, safe and inclusive research 
and higher education. 

Further discussion on progress and challenges in this area can be found in policy brief 4, on 
gender-based violence, including sexual harassment, in R&I. 

 

(158) Ibid. 
(159) https://czech-presidency.consilium.europa.eu/en/events/ending-gender-based-violence-in-academia-toward-

gender-equal-safe-and-inclusive-research-and-higher-education/. 
(160) http://gbv2022.soc.cas.cz/. 

https://czech-presidency.consilium.europa.eu/en/events/ending-gender-based-violence-in-academia-toward-gender-equal-safe-and-inclusive-research-and-higher-education/
https://czech-presidency.consilium.europa.eu/en/events/ending-gender-based-violence-in-academia-toward-gender-equal-safe-and-inclusive-research-and-higher-education/
http://gbv2022.soc.cas.cz/
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3. Impacts of national and EU legislation and policies on the 
effective implementation of gender equality plans 

This section reviews examples of impacts of EU policies (in particular the GEP eligibility 
criterion under Horizon Europe) on GEP implementation, and examples of impacts of national 
policy and legislation that were in place in some countries before the introduction of the GEP 
eligibility criterion. 

3.1 Impact of EU policies 

The fact that the European Commission recently intensified the discourse about gender 
equality in R&I, in particular by introducing the GEP eligibility criterion in Horizon Europe, has 
raised awareness of gender equality in R&I in countries with limited progress in this area. 
Moreover, it has also prompted more advanced countries to contemplate ways to enhance 
their current policies (161). 

Among the research organisations interviewed for the purposes of this study, it was 
unanimously held that the GEP eligibility criterion has been a positive development. A 
Dutch RPO reported that the criterion has provided significant impetus for change, and has 
required organisations to think about new strategies and to prioritise gender equality if they 
want to benefit from Horizon Europe funding (162). Another mentioned that there has been a 
spillover effect on organisations not strictly required to implement a GEP: although 
private research funding bodies are not obliged to implement a GEP under the Horizon 
Europe criterion, some have chosen to do so (163). A third organisation highlighted that the 
introduction of the eligibility criterion has made it more aware of gender balance and gender 
perspectives within the organisation, not least in relation to applicants for external research 
funding (164). Finally, a Spanish RPO highlighted that the eligibility criterion is one of several 
factors that drive organisations towards developing GEPs, and that this combination of 
forces pushing towards achieving gender equality at the same time but at different 
levels is what is needed to bring about structural change (165). 

When the Competitiveness Council adopted conclusions on advancing gender equality in the 
European Research Area in 2015, some countries amended existing policies in light of 
them (France and Malta), while many more adopted new policy documents (Cyprus, 
Czechia, Estonia, Ireland, France, Malta, the Netherlands, Austria, Poland and 
Slovenia) (166). In most cases, the new document was the ERA NAP and the related strategy. 
In Iceland, national-level guiding targets to achieve gender balance among professors 
were introduced in response to the conclusions (167). Spain was the only country in which 
gender equality indicators were developed at the national level as a result of the 
conclusions. 

 

(161) GENDERACTION (2021), ‘D 3.3 monitoring of ERA priority 4 implementation – Update and final assessment’, 
p. 5 (https://genderaction.eu/wp-content/uploads/2021/09/GENDERACTION_WP3_final_report.pdf).  

(162) Interview with an RPO in the Netherlands, conducted in 2022. 
(163) Interview with an RFO, conducted in 2022. 
(164) Interview with a Nordic RFO, conducted in 2022. 
(165) Interview with an RPO in Spain, conducted in 2022. 
(166) ERAC SWG GRI (2018), Report on the implementation of Council conclusions of 1 December 2015 on 

advancing gender equality in the European Research Area, Brussels 
(https://data.consilium.europa.eu/doc/document/ST-1213-2018-INIT/en/pdf). 

(167) Ibid., p. 25. 

https://genderaction.eu/wp-content/uploads/2021/09/GENDERACTION_WP3_final_report.pdf.
https://data.consilium.europa.eu/doc/document/ST-1213-2018-INIT/en/pdf
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As previously mentioned, the GEAR tool was first developed in 2015–2016 to provide 
universities and research organisations with practical advice and tools throughout all stages 
of institutional change, from setting up a GEP to evaluating its real impact. Research 
organisations have reported that the GEAR tool was of fundamental importance in the 
process of creating a GEP, and that they used it as a key point of reference throughout the 
process (168), As listed on EIGE’s website, changes brought about by implementing the 
recommendations of the GEAR tool include ‘creating better work environments, retaining and 
increasing women’s involvement in academia and research, and ensuring the excellence and 
quality of all research produced by these institutions’ (169). 

Another tool that has proven to be extremely useful for organisations is the European 
Commission’s She Figures publication, the main source of pan-European comparable 
statistics on the state of gender equality in R&I. First published by DG Research and 
Innovation in 2003, the ‘data follows the “chronological journey” of women from graduating 
from doctoral studies to participating in the labour market and acquiring decision-making 
roles, while exploring differences in women’s and men’s working conditions and research and 
innovation output’ (170). One RFO interviewed for this study remarked that, since these data 
have been requested from Member States, gender equality in R&I has been taken much 
more seriously (171). 

As explored further in case study 1, on the benefits of EU funding for GEP development 
and implementation, dedicated funding through FP7, Horizon 2020 and Horizon Europe has 
had an immense impact on the HEIs and RPOs that have participated in these schemes. 
There is limited national funding available to support the creation and initial implementation 
of GEPs: of survey respondents who reported receiving funding for the implementation of 
their GEP, only 26 % received national funding, compared with 71 % receiving EU funding. 
By providing financial support for the establishment of GEPs and a structure for collaboration 
across institutions, EU funding has played an important role in the progress made towards 
achieving gender equality across the R&I sector. 

3.1.1 Unintended consequences of the implementation of gender equality 
plans 

Although almost all organisations interviewed for the purposes of this study have reported 
positive changes as a result of the implementation of GEPs, a few have mentioned 
unintended consequences of the implementation of a GEP within their organisation. One of 
these unintended effects is that, despite the recent move towards ‘inclusive GEPs’, certain 
groups that are not explicitly the focus of a GEP may feel disadvantaged/excluded, for 
example those with a migration background and ethnic minority groups (172). 

Another unintended consequence is that certain members of a research organisation’s 
community may feel that, by developing and implementing a GEP, the consideration of 

 

(168) Universita degli Studi di Salerno (2022), The Gender Equality Plan of the University of Salerno 
(https://web.unisa.it/en/university/gender-quality-plan/letter-of-presentation); Paisii Hilendarski University of 
Plovdiv (2021), Gender Equality Plan 2021–2024 (https://gender-
spear.eu/assets/content/PU_GEP_ENfinalS.PDF). 

(169) EIGE (2022), ‘EIGE launches enhanced Gender Equality in Academia and Research (GEAR) tool’ 
(https://eige.europa.eu/news/eige-launches-enhanced-gender-equality-academia-and-research-gear-tool). 

(170) European Commission (2021), She Figures 2021 – Gender in research and innovation: Statistics and 
indicators, Publications Office of the European Union, Luxembourg (https://op.europa.eu/en/web/eu-law-and-
publications/publication-detail/-/publication/67d5a207-4da1-11ec-91ac-01aa75ed71a1). 

(171) Interview with an RFO, conducted in 2022. 
(172) Interview with a European research education association, conducted in 2022. 

https://web.unisa.it/en/university/gender-quality-plan/letter-of-presentation
https://gender-spear.eu/assets/content/PU_GEP_ENfinalS.PDF
https://gender-spear.eu/assets/content/PU_GEP_ENfinalS.PDF
https://eige.europa.eu/news/eige-launches-enhanced-gender-equality-academia-and-research-gear-tool
https://op.europa.eu/en/web/eu-law-and-publications/publication-detail/-/publication/67d5a207-4da1-11ec-91ac-01aa75ed71a1
https://op.europa.eu/en/web/eu-law-and-publications/publication-detail/-/publication/67d5a207-4da1-11ec-91ac-01aa75ed71a1
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gender is ‘covered’ and no further action is needed (173). The solution to this problem found 
in one RPO was to implement a ‘GEP in perspective’, enabling members to see 
developments through time – that is, in the short, medium and long terms. Indeed, the 
guidance document issued by the European Commission stresses that an effective GEP 
‘should support an ongoing process for improving gender equality to the benefit of the 
entire organisation’ (174), and that the life cycle of a GEP is a cyclical process involving 
planning, implementation, monitoring, evaluation and audit or review. 

3.1.2 Resources dedicated to gender equality plans 

In terms of the costs associated with implementing GEPs, one of the mandatory process-
related requirements of the Horizon Europe GEP eligibility criterion is the presence of 
dedicated resources (175). As detailed in the Commission’s Horizon Europe guidance on 
GEPs, these resources can encompass various aspects, such as a dedicated function, 
structure or team specifically focused on promoting gender equality. In addition, ensuring the 
availability of adequate resources may involve allocating sufficient time for the staff to actively 
engage the entire organisation in the GEP process, and considering gender budgeting. 

For example, the Austrian Science Fund (Österreichischer Wissenschaftsfonds (FWF)) has 
an internal gender working group (176), with one participant from each of the 12 
departments, which meets in order to design and implement the fund’s GEP. Given that this 
group of 12 individuals meets every 6 to 8 weeks for an hour to discuss implementation 
matters, the time spent discussing GEP implementation amounts to a total of between 78 
and 104 hours per year (177). There is also a full-time head of staff for the ‘gender issues’ 
unit, supported by a colleague employed for 25 hours per week, whose role it is to ensure 
gender mainstreaming within the FWF. 

The allocation of funds is essential for implementing activities such as training sessions within 
an organisation, facilitating substantial changes. Moreover, CoPs play a significant role by 
enabling organisations to exchange best practices and learn from both challenges and 
success stories. This collaborative approach ensures the most efficient use of resources (178). 
One Norwegian RPO underlined that having sufficient resources is always a challenge, as it 
is necessary to work on many areas of action at the same time (179). For example, having 
funding to take on more women staff members could be one action, but resources could also 
be needed, for example, to monitor, design and organise training sessions. 

However, it is important to consider these costs an investment: one interviewee remarked 
that ‘the real cost now is spending time to make things change’ (180). The benefits then relate 
to the fact that organisations become more inclusive, fair and gender-equal 
environments. 

  

 

(173) Interview with a European research education association, conducted in 2022. 
(174) European Commission, DG Research and Innovation (2021), Horizon Europe Guidance on Gender Equality 

Plans, Publications Office of the European Union, Luxembourg, p. 11. 
(175) Ibid., p. 20. 
(176) https://www.fwf.ac.at/en/about-the-fwf/gender-issues/genderag. 
(177) Interview with an RFO, conducted in 2022. 
(178) Interview with a European research education association, conducted in 2022. 
(179) Interview with an RPO in Norway, conducted in 2022. 
(180) Interview with an RFO, conducted in 2022. 

https://www.fwf.ac.at/en/about-the-fwf/gender-issues/genderag
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3.2 Impact of national policies 

For countries with a GEP requirement at the national or regional level, specifically for HEIs, 
stakeholders who were interviewed for the purposes of this study were of the opinion that this 
measure is extremely impactful. The examples discussed in this section were selected given 
that each of the Member States and associated countries have long-standing national GEP 
requirements, the impact of which interviewees highlighted in particular. However, it should 
be noted that not all Member States with legislative requirements imposing GEPs are 
discussed here, nor can the impact be attributed to national requirements in the cases 
discussed. Overall, it is important to note that quantitative evidence of impacts is still limited, 
with a lack of systematic monitoring and evaluation strategies that track progress over time. 

Spain, for example, shows a clear development of equality policies in R&I, dating back to the 
entry into force of Organic Law 3/2007. This legislative framework has recently been 
supplemented by the reform of the Law on Science, Technology and Innovation (approved 
in the Spanish senate on 20 July 2022) (181), and the Organic Law of the University System 
of April 2023. The fact that GEPs are mandatory by law means that, in the opinion of one 
stakeholder interviewee, a culture of increased awareness of gender equality is 
created (182). Although it can be costly to dedicate funding and resources to the development 
and implementation of a GEP, the benefits can outweigh these costs on the basis that 
institutions become more inclusive, fair and equal – not only in terms of gender equality, but 
also in terms of inclusiveness more broadly. Thanks to Organic Laws 3/2007 and 4/2007, 
96 % of public universities and 70 % of private universities in Spain have developed 
GEPs since 2007 (183), with some in the second or even third generation of plans. However, 
‘a culture of monitoring and evaluation of GEPS has yet to be developed’ (184), something 
that is very important in terms of ensuring that progress and outcomes are evaluated. 
Moreover, Spanish organisations, both public and private, have been extremely 
actively engaged in projects funded through the Horizon 2020 SWAFS work 
programme. Table 1 details their involvement in these projects. 

Table 1. Spanish organisations’ participation in projects funded by the Horizon 2020 
SWAFS work programme 

 
Organisation Project in which the 

organisation is 
involved 

Public bodies Ministry of Science, Innovation and 
Universities 

GENDERACTION 

SUPERA 

State Research Agency (Agencia Estatal de 
Investigación (AEI)) 

LetsGEPs 

 

(181) See Science Media Centre (2022), ‘Reactions to the adoption of the new Science Law’ 
(https://sciencemediacentre.es/en/reactions-adoption-new-science-law). 

(182) Interview with an RPO in Spain, conducted in 2022. 
(183) See the information for Spain in the GEAR tool at https://eige.europa.eu/gender-

mainstreaming/toolkits/gear/legislative-policy-backgrounds/spain. 
(184) Ibid. 

https://sciencemediacentre.es/en/reactions-adoption-new-science-law
https://eige.europa.eu/gender-mainstreaming/toolkits/gear/legislative-policy-backgrounds/spain
https://eige.europa.eu/gender-mainstreaming/toolkits/gear/legislative-policy-backgrounds/spain
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Spanish National Research Council (Consejo 
Superior de Investigaciones Científicas 
(CSIC)) 

GRANteD 

Instituto de Astrofísica de Canarias GENERA 

Regional Government of Canary Islands Athena 

Public 
universities Universidad Complutense de Madrid SUPERA (coordinator) 

Universidad Politécnica de Madrid Gender STI (coordinator) 

GE Academy 

Universidad de Las Palmas de Gran Canaria Athena 

Universitat Politècnica de Catalunya GEECCO 

Private 
universities Universidad de Deusto GEARING-Roles (coordinator) 

Universitat Oberta de Catalunya ACT (coordinator)  

Casper 

EFFORTI 

Esade Ramon Llull University Equal4Europe (coordinator) 

Mondragon University PLOTINA 

Research 
centres 

Centre for Genomic Regulation (Centre de 
Regulació Genòmica (CRG)) 

LIBRA (coordinator) 

Notus Target 

Institute for Research in Biomedicine 
(Fundació Institut de Recerca Biomèdica (IRB 
Barcelona)) 

CALIPER 

Centro de Investigaciones Científicas y 
Tecnológicas de Extremadura (CICYTEX) 

Gender-SMART 

Automotive Technology Centre of Galicia 
(Centro Tecnológico de Automoción de Galicia 
(CTAG)) 

MindtheGEPs 

Basque Nanoscience Cooperative Research 
Center (CIC nanoGUNE) 

R-I PEERS 

Private for-
profit 
organisations 

Consulta Europa Athena (coordinator) 
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Non-profit 
organisations 

Fundación ‘la Caixa’ Gender-NET Plus 

NB: Based on the information for Spain in the GEAR tool, available at https://eige.europa.eu/gender-
mainstreaming/toolkits/gear/legislative-policy-backgrounds/spain. 

In Norway, where universities are required to have a GEP in place under the Universities 
and University Colleges Act, ‘demands made by national authorities and university leadership 
have moved department heads to engage more explicitly with gender balance 
issues’ (185). 

In Belgium, the Flemish decree from 2012 and the VLIR-JA Charter (186) from 2019 have had 
a tangible impact on the composition of governing bodies, advisory councils and selection 
committees. This is of high relevance to the thematic areas of ‘gender balance in leadership 
and decision-making’ and ‘gender equality in recruitment and career progression’ that GEPs 
should seek to affect. The trickle-down effect of this is that the gender balance among 
deans in the institutions concerned (the universities of Antwerp, Ghent and Hasselt) 
became significantly more representative than in other Dutch-speaking universities in the 
Flemish Region and Brussels not affected by the measures (187). This effect is depicted in 
Table 2. 

Table 2. Sex-disaggregated data on deans at Dutch-speaking universities in the Flemish 
Region and Brussels, April 2022 

University Number of 
women 
deans 

Number of 
men 
deans  

Percentage 
of women 
deans 

Ghent University 4 7 36.4 

University of Antwerp 2 7 22.2 

Hasselt University 1 6 14.3 

Katholieke Universiteit 
Leuven 

2 13 13.3 

Vrije Universiteit Brussel 0 8 0 

NB: Based on information gathered from an interview with an RPO in Belgium, conducted in 2022. 

In terms of the impact of support structures to facilitate the adoption of GEPs, the 
Athena SWAN Charter, with which numerous research institutions in Australia, Ireland and 
the United Kingdom engage, has been widely celebrated. Athena SWAN is explored in more 
detail in Section 10.2.1 of this report. In a 2017 study, both women and men who were 
surveyed and interviewed reported that ‘participation in Athena SWAN had brought about 
important structural and cultural changes, including increased support for women’s 

 

(185) Lagesen, V. A. (2021), ‘How heads of departments find it meaningful to engage with gender balance policies’ , 
Science and Public Policy, Vol. 48, No 4, p. 588, doi:10.1093/scipol/scab024. 

(186) VLIR and JA (2019), VLIR-JA Charter – Gender in academia 2019, Brussels, 26 June (https://vlir.be/wp-
content/uploads/2019/10/Publicaties-Gender-in-Academia-Gendercharter_VLIR-JA-1.pdf). 

(187) Based on information gathered from an interview with an RPO in Belgium, conducted in 2022. 

https://eige.europa.eu/gender-mainstreaming/toolkits/gear/legislative-policy-backgrounds/spain
https://eige.europa.eu/gender-mainstreaming/toolkits/gear/legislative-policy-backgrounds/spain
https://vlir.be/wp-content/uploads/2019/10/Publicaties-Gender-in-Academia-Gendercharter_VLIR-JA-1.pdf
https://vlir.be/wp-content/uploads/2019/10/Publicaties-Gender-in-Academia-Gendercharter_VLIR-JA-1.pdf
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careers, greater appreciation of caring responsibilities, and efforts to challenge discrimination 
and bias’ (emphasis added) (188). Many respondents were of the view that these changes 
would not have been observed had it not been for the link that Athena SWAN provided to 
government funding, although some thought that there were unintended consequences (189). 
For example, some respondents felt that ‘the linkage to research funding created perverse 
incentives to achieve awards rather than fundamental structural and cultural changes’ (190). 
Another concern was that the application process involved ‘too much “box-ticking” and 
administration’ (191). 

The discussion of the impact of national policies continues in case studies 2 and 3 (included 
in Section 11), which examine GEPs in eastern European and Mediterranean countries, 
respectively. The case studies compare the legislative frameworks of a few selected 
countries in each region and explore the influence they may have had, or were reported by 
stakeholders to have had, on the effective implementation of GEPs in a selection of HEIs and 
RPOs. The case studies also include examples of positive impacts these GEPs have had on 
their specific research institutions. 

3.3 Effects of the COVID-19 pandemic 

The COVID-19 pandemic has undoubtedly caused disruption to personal and working lives, 
education systems, the scientific research community and the economy, which has in turn 
had implications for both gender equality and the implementation of GEPs in R&I 
organisations. The Commission’s Horizon Europe guidance document on GEPs details some 
of the key issues in this regard (192), which are presented in this section, along with examples 
of each concern and any mitigating measures that have been taken. A deprioritisation of 
gender equality objectives and actions took place during the disruption to education and 
research activities. 

In the United Kingdom, the public sector equality duty (PSED) requires public bodies to 
have due regard to the need to eliminate discrimination, advance equality of opportunity and 
foster good relationships between members of organisations when carrying out their 
activities (193). One of the main tools that public bodies use to meet their obligations under 
PSED is an equality impact assessment (EIA). Many universities carried out EIAs in 
response to COVID-19, some of which set out measures that they conducted to ensure that 
gender equality objectives and actions were not deprioritised. 

For example, when looking at the impact of homeworking and home learning as a result of 
the pandemic, the University of Essex considered that staff in abusive home situations (the 
majority of whom are women) might have used the university campus as a refuge (194). This 

 

(188) Ovseiko, P., Chapple, A., Edmunds, L. and Zieblad, S. (2017), ‘Advancing gender equality through the Athena 
SWAN Charter for women in science: An exploratory study of women's and men's perceptions’, Health 
Research and Policy Systems, Vol. 15, 12 
(https://www.researchgate.net/publication/314078245_Advancing_gender_equality_through_the_Athena_SWA
N_Charter_for_Women_in_Science_An_exploratory_study_of_women's_and_men's_perceptions). 

(189) Ibid. 
(190) Ibid., p. 7. 
(191) Ibid., p. 7. 
(192) European Commission, DG Research and Innovation (2021), Horizon Europe Guidance on Gender Equality 

Plans, Publications Office of the European Union, Luxembourg (https://data.europa.eu/doi/10.2777/876509). 
(193) See GOV.UK (n.d.), ‘Review of public sector equality duty’ (https://www.gov.uk/government/groups/review-of-

public-sector-equality-duty-steering-group). 
(194) University of Essex (2020), ‘Changes to methods and locations of working and learning as part of “enhanced 

protection” measures in response to COVID-19 pandemic’ (https://www.essex.ac.uk/-
/media/documents/directories/human-resources/covid19/eia-home-working-and-learning-april-2020.docx). 

https://www.researchgate.net/publication/314078245_Advancing_gender_equality_through_the_Athena_SWAN_Charter_for_Women_in_Science_An_exploratory_study_of_women's_and_men's_perceptions
https://www.researchgate.net/publication/314078245_Advancing_gender_equality_through_the_Athena_SWAN_Charter_for_Women_in_Science_An_exploratory_study_of_women's_and_men's_perceptions
https://data.europa.eu/doi/10.2777/876509
https://www.gov.uk/government/groups/review-of-public-sector-equality-duty-steering-group
https://www.gov.uk/government/groups/review-of-public-sector-equality-duty-steering-group
https://www.essex.ac.uk/-/media/documents/directories/human-resources/covid19/eia-home-working-and-learning-april-2020.docx
https://www.essex.ac.uk/-/media/documents/directories/human-resources/covid19/eia-home-working-and-learning-april-2020.docx
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might have meant that they either could not work from home during COVID-19 restrictions 
because of limitations imposed by an abusive partner / family member, or were further 
exposed to an abusive situation. In order to address this, the university put in place 
enhanced protection measures, such as checking in regularly with staff to ensure that they 
remained connected with work and raising safeguarding concerns if there were signs that 
something might have been wrong (e.g. meeting requests continually being declined; non-
attendance at meetings that had been accepted, citing technical problems; emails not 
answered or always answered at a particular/irregular time; an obvious increase in levels of 
anxiety) (195). 

An unequal burden of additional family caring and education responsibilities falling on 
women undermined their own work, including research and publication. 

• Numerous studies have shown that the global lockdown caused by the COVID-19 
pandemic affected the gender productivity gap in academia. In one such study, the 
authors found that ‘the progress towards gender parity that has been observed over the 
past few years partially reversed during the lockdown period … [R]esults indicate that 
the gender gap in academia suffered an approximately 1-year setback during the 
strict lockdown months of 2020, and COVID-related research areas (which incidentally 
have a better male–female balance) suffered an additional 1.5-year setback’ (196). 
Women were not only less likely than men to complete research during the pandemic, 
but also significantly less likely to conduct COVID-19-related research. 

• A stakeholder interviewed for the purposes of this study remarked that ‘While men took 
the time in confinement to write more papers, women had less time to do so, as they had 
to divide the time with domestic and family responsibilities’ (197). Indeed, Europe-wide 
research has found that, owing to the general deterioration of work–life balance 
experienced by workers during the pandemic, higher percentages of women with 
young children than men with young children experienced work–life conflicts (198). 
29 % of women and 16 % of men reported finding it hard to concentrate on their job 
because of their family, while 24 % of women and 13 % of men said that their family 
commitments prevented them from giving time to their job (199). 

An unequal burden of responsibility fell on women to move delivery of teaching and 
pastoral support online. Indeed, ‘workers in teaching professions – who are more likely to 
be women than men – often found the transition to telework challenging, requiring a swift 
transition from traditional in-person classroom settings to remote teaching, while balancing 
professional and personal commitments, leading to a decrease in their sense of 
achievement’ (200). 

• In their ‘response to COVID-19 EIA’, the University of Leeds in the United Kingdom found 
that ‘Female staff are over-represented in student-facing roles and hence 

 

(195) Ibid. 
(196) Ucar, I., Torre, M., Elias, A. (2022), ‘Mind the gender gap: COVID-19 lockdown effects on gender differences in 

preprint submissions’, PLoS ONE, Vol. 17, No 3, doi:10.1371/journal.pone.0264265. 
(197) Interview conducted in 2022 with a Member of the European Parliament (MEP) who was part of the Special 

Committee on the COVID-19 Pandemic. 
(198) Eurofound (2020), ‘COVID-19 fallout takes a higher toll on women, economically and domestically’ 

(http://eurofound.link/ef20065). 
(199) Ibid. 
(200) Eurofound (2022), COVID-19 pandemic and the gender divide at work and home, Publications Office of the 

European Union, Luxembourg, p. 30 (https://www.eurofound.europa.eu/en/publications/2022/covid-19-
pandemic-and-gender-divide-work-and-home). 

http://eurofound.link/ef20065
https://www.eurofound.europa.eu/en/publications/2022/covid-19-pandemic-and-gender-divide-work-and-home
https://www.eurofound.europa.eu/en/publications/2022/covid-19-pandemic-and-gender-divide-work-and-home
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increasingly exposed to activities dealing with student concerns in an increasingly on-
line manner’ (emphasis added) (201). Online work carries with it many greater risks of 
loneliness, anxiety and exclusion than in-person work. 

New ways of working, including online management and collaboration, have been 
established that require alertness to evolving patterns of inclusion and exclusion. 

• In its publication New Ways of Working: The lasting impact and influence of the 
pandemic, King’s College London investigated both the positive and the negative 
aspects of enforced change, revealing what over 250 organisations think the future of 
work could look like (202). They found that it will be of vital importance for organisations 
to prevent a ‘two-tier’ workforce scenario through hybrid working: one where those 
working from home could more regularly be overlooked for promotions and development 
than those working from an office (203). This is important in the context of GEPs, given 
that this bias towards office-based workers is already affecting part-time employees (204), 
with women being more likely than men to work part-time. 

• ‘Differential impacts on staff of different seniority and contract types [were observed,] 
with potential consequences for women who are over-represented in more 
precarious roles’ (205). 

• In the University of Edinburgh’s EIA on working to control the risks of COVID-19, it 
reported that more women occupy administrative roles, with those in these jobs 
continuing to work from home over the long term (206). This could disproportionately affect 
women in terms of isolation and mental health concerns, and in relation to homeworking 
in unsuitable workspaces. To mitigate this concern, the university encouraged managers 
to ‘be open to discussing concerns of women in relation to social distancing and 
returning, or not [returning], to University buildings’ (207). 

There is a need to ensure that the gender dimension is integrated in COVID-19 research 
in the context of a fast-paced, evolving and high-impact research environment. For example, 
the European Commission’s Horizon 2020 expert group developed a case study on the 
impact of sex and gender in the COVID-19 pandemic, examining key issues including: 

• sex differences in immune responses; 

• sex-specific dosing and side effects of vaccines and therapeutics; 

• gender-specific risk factors (e.g. for healthcare workers and caregivers); 

 

(201) University of Leeds (n.d.), ‘Response to Covid19 – Working from home’ 
(https://equality.leeds.ac.uk/governance_strategy_policy/equality-impact-assessments/completed-equality-
impact-assessments/working-from-home/). 

(202) King’s College London (2021), New Ways of Working: The lasting impact and influence of the pandemic 
(https://www.kcl.ac.uk/giwl/assets/New-ways-of-working.pdf). 

(203) Ibid., p. 20. 
(204) Consultancy.uk, ‘Part-time parents penalised when vying for promotion’ 

(https://www.consultancy.uk/news/20205/part-time-parents-penalised-when-vying-for-promotion). 
(205) European Commission, DG Research and Innovation (2021), Horizon Europe Guidance on Gender Equality 

Plans, Publications Office of the European Union, Luxembourg (https://data.europa.eu/doi/10.2777/876509). 
(206) University of Edinburgh (n.d.), ‘Equality impact assessment: New procedures for safe working in university 

buildings to control the risks from Covid-19’ (http://www.docs.csg.ed.ac.uk/EqualityDiversity/EIA/Economics-
Safe_working_to_control_risks_of_Covid-19.pdf). 

(207) Ibid., pp. 3–4. 

https://equality.leeds.ac.uk/governance_strategy_policy/equality-impact-assessments/completed-equality-impact-assessments/working-from-home/
https://equality.leeds.ac.uk/governance_strategy_policy/equality-impact-assessments/completed-equality-impact-assessments/working-from-home/
https://www.kcl.ac.uk/giwl/assets/New-ways-of-working.pdf
https://www.consultancy.uk/news/20205/part-time-parents-penalised-when-vying-for-promotion
https://data.europa.eu/doi/10.2777/876509
http://www.docs.csg.ed.ac.uk/EqualityDiversity/EIA/Economics-Safe_working_to_control_risks_of_Covid-19.pdf
http://www.docs.csg.ed.ac.uk/EqualityDiversity/EIA/Economics-Safe_working_to_control_risks_of_Covid-19.pdf
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• gender-sensitive prevention campaigns; 

• the gender-specific socioeconomic burden of public safety measures (208). 

The gendered impacts of the COVID-19 pandemic are extremely important to consider. 
Studies have shown that, for a variety of both biological and lifestyle factors, men are at 
greater risk of severe disease and death from COVID-19 than women (209). That said, women 
were disproportionately affected in the sense that, in 2020, 29 % of women compared with 
only 8.3 % of men in the EU were employed in education, human health and social work 
activities (210) (the sectors that were hardest hit by the pandemic). Wenham et al. remarked, 
‘Given their front-line interaction with communities, it is concerning that women have not 
been fully incorporated into global health security surveillance, detection, and 
prevention mechanisms. Women’s socially prescribed care roles typically place them in a 
prime position to identify trends at the local level that might signal the start of an outbreak 
and thus improve global health security’ (emphasis added) (211). 

The report of the European Commission’s Expert Group on the impact of the COVID-19 
pandemic on gender equality in EU R&I investigated the consequences of the pandemic 
containment measures put in place at the institutional, national and EU levels on the work 
and productivity of women researchers, and on gender equality in the EU R&I system in 
general. As shown in the report, some of the practices and activities developed during the 
pandemic (while also having positive effects) deepened existing gender inequalities in the 
R&I system (212). 

• Changes in academic publishing practices and the organisation of online activities and 
conferences favoured established researchers but restricted opportunities for junior 
researchers. 

• Limited tailored measures accounting for gender aspects at the institutional level 
exposed the inequalities between those with multiple caring responsibilities and those 
without such responsibilities, and may have increased inequalities faced by researchers 
facing other forms of discrimination (e.g. based on disability, ethnicity or socioeconomic 
background). 

• The suspension of international mobility reduced opportunities for early-career 
researchers to build networks that would facilitate their progression. 

The recommendations of the expert group indicate the need for funding for gender and 
intersectional research under Horizon Europe and national funding schemes (particularly 
linked to the impact of caring responsibilities, gender-based violence, work–life balance and 
access for the most disadvantaged groups); to review criteria for recruitment, advancement 
and funding (focusing on gender and intersectional inequalities); to give due consideration to 

 

(208) European Commission, DG Research and Innovation (2020), The impact of sex and gender in the COVID-19 
pandemic: Case study, Publications Office of the European Union, Luxembourg 
(https://data.europa.eu/doi/10.2777/17055). 

(209) Bwire, G. (2020), ‘Coronavirus: Why men are more vulnerable to Covid-19 than women?’, SN Comprehensive 
Clinical Medicine, Vol. 2, No 7, pp. 874–876 (https://www.ncbi.nlm.nih.gov/pmc/articles/PMC7271824/#CR21). 

(210) EIGE (n.d.), ‘Gender Equality Index – Work in European Union in 2020 edition’ (https://eige.europa.eu/gender-
equality-index/2020/domain/work). 

(211) Wenham, C., Smith, J. and Morgan, R. (2020), ‘COVID-19: The gendered impacts of the outbreak’, The 
Lancet, Vol. 395, No 10227, pp. 846–848 (https://www.thelancet.com/action/showPdf?pii=S0140-
6736%2820%2930526-2). 

(212) European Commission, DG Research and Innovation (2023), COVID-19 impact on gender equality in research 
& innovation – Policy report, Publications Office of the European Union, Luxembourg 
(https://data.europa.eu/doi/10.2777/171804). 

https://data.europa.eu/doi/10.2777/17055
https://www.ncbi.nlm.nih.gov/pmc/articles/PMC7271824/#CR21
https://eige.europa.eu/gender-equality-index/2020/domain/work
https://eige.europa.eu/gender-equality-index/2020/domain/work
https://www.thelancet.com/action/showPdf?pii=S0140-6736%2820%2930526-2
https://www.thelancet.com/action/showPdf?pii=S0140-6736%2820%2930526-2
https://data.europa.eu/doi/10.2777/171804
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the impact of the pandemic on career progression; for the development of (virtual) mobility 
schemes that enable access for those with caring responsibilities; and to guarantee the ability 
to work remotely and support other necessary adjustments that provide equal opportunities 
for those with caring responsibilities. 
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4. Influence of the wider context at the national level 

Aside from the impact that EU and national legislation and policies have on the effective 
implementation of GEPs, the influence of wider contextual factors also needs to be 
considered. Studies have found that making gender equality policies work and implementing 
GEPs is challenging and context dependent (213), and that ‘larger trends and ideologies like 
neoliberalism, globalisation, and managerialism are always locally translated’ (214). 

In this section, some of the key contextual enablers and barriers to the effective 
implementation of GEPs are explored. Section 6 of this report further explores the key 
factors that enable the effective implementation of GEPs. 

4.1 Labour market inequalities and the care gap 

The EU gender employment gap shows that women continue to be under-represented in 
the labour market, with no significant change between 2016 and 2021 (for more information, 
see Table A1). In R&I, although there is gender balance among doctoral graduates, women 
remain under-represented in a range of academic fields (especially STEM) at all career 
stages (215). The country with the lowest gender employment gap (1.4 %) in 2021 was 
Lithuania. Türkiye had the largest gap in 2020 (38.1 %) and Romania in 2021 (20.1 %) (216). 
Women’s employment rates were over 10 percentage points (pp) lower than men’s rates, 
and women worked up to 40 % more often in part-time employment, and received pensions 
that were up to 40 % lower. 

The highest women’s employment rate of 2021 was recorded in Sweden (78.0 %, with 
the male rate only 5.3 pp higher, at 83.3 %), while the lowest figures were recorded in Greece 
(52.7 %, with the male rate 19.8 pp higher, at 72.5 %). An indication of recovery after the 
onset of the COVID-19 pandemic was that in most of the 27 Member States constituting the 
European Union since the departure of the United Kingdom on 31 January 2020 (EU-27) and 
associated countries, the rates of women’s employment in 2021 exceeded those in 2020. 
However, exceptions were observed: Iceland saw a steady decrease in the rate of women’s 
employment between 2017 and 2021, as did Latvia, Slovakia, Switzerland and Türkiye 
between 2019 and 2021 (217). 

The part-time employment gap between women and men ranged from – 1.1 % in 
Romania to 44.1 % in the Netherlands and 45.1 % in Switzerland in 2021 (for more 
information, see Table A4). The part-time employment gap did not change considerably 
between 2016 and 2021 for any Member State or associated country (the change was 

 

(213) Lagesen, V. A. (2021), ’How heads of departments find it meaningful to engage with gender balance policies’, 
Science and Public Policy, Vol. 48, No 4, p. 582 (https://academic.oup.com/spp/article-
abstract/48/4/582/6294477), referring to Drew, E. and Canavan, S. (eds) (2020), The Gender-Sensitive 
University: A contradiction in terms?, Routledge, London; and Ní Laoire, C., Linehan, C., Archibong, U., 
Picardi, I. and Udén, M. (2020), ‘Context matters: Problematizing the policy practice interface in the enactment 
of gender equality action plans in universities’, Gender, Work & Organization, Vol. 28, No 2, pp. 575–593. 

(214) Lagesen, V. A. (2021), ‘How heads of departments find it meaningful to engage with gender balance policies’, 
Science and Public Policy, Vol. 48, No 4, p. 582, doi:10.1093/scipol/scab024. 

(215) European Commission, DG Research and Innovation (2021), She Figures 2021: Policy briefs, Publications 
Office of the European Union, Luxembourg, p. 1 (https://data.europa.eu/doi/10.2777/078011). 

(216) Eurostat, ‘Gender employment gap’ 
(http://appsso.eurostat.ec.europa.eu/nui/show.do?dataset=tesem060&lang=en). 

(217) Eurostat, ’Employment and activity by sex and age – Annual data’ 
(https://appsso.eurostat.ec.europa.eu/nui/show.do?dataset=lfsi_emp_a&lang=en). Data for 2021 on women’s 
employment rates are lacking for North Macedonia and Türkiye. 

https://academic.oup.com/spp/article-abstract/48/4/582/6294477
https://academic.oup.com/spp/article-abstract/48/4/582/6294477
https://data.europa.eu/doi/10.2777/078011
http://appsso.eurostat.ec.europa.eu/nui/show.do?dataset=tesem060&lang=en
https://appsso.eurostat.ec.europa.eu/nui/show.do?dataset=lfsi_emp_a&lang=en
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typically less than 5 pp). The exceptions were Germany and Sweden, with decreases of 
6.0 pp (from 43.5 % to 37.5 %) and 5.4 pp (from 22.5 % to 17.1 %), respectively (218). In the 
R&I sector, ‘among the EU-27 Member States and Associated Countries, the proportion of 
women researchers working part-time in the HES was larger than that of men in most 
countries for which data were available (25 of 31)’ (219). 

Moreover, an emerging issue is the increasing precariousness of academic careers, and 
particularly early careers, which affects women more than men. In 2019, 9 % of women 
researchers across the EU-27 compared with 7.7 % of men researchers in the HES were 
working under precarious contracts (220). The Commission’s DG Research and Innovation 
pointed out, ‘For women researchers, the highest proportions of employment under 
precarious contracts were found in Hungary (16.3 %), Spain (15.5 %), Switzerland (15.3 %) 
and Denmark (15.3 %)’ (221). 

Across the EU, the gender pay gap in 2020 stood at 13 %. It was highest in Latvia 
(22.3 %), Estonia (21.1 %), Austria (18.9 %), Germany (18.3 %) and Hungary (17.2 %). The 
lowest gender pay gaps were in Luxembourg (0.7 %), Romania (2.4 %), Slovenia (3.1 %), 
Italy (4.2 %) and Poland (4.5 %) (222). Considering the pay gap for ‘Professional, scientific 
and technical activities’, the leading countries were Romania, with – 1.8 %, and Belgium, with 
5.0 % (for more information, see Table A3). There was a worrying trend in Bulgaria and 
Slovenia, which both saw increases in the gender pay gap in recent years. Slovenia 
witnessed an increase from 3.4 % to 10.3 % between 2016 and 2020, while Bulgaria 
experienced steady growth in the pay gap from 4.8 % to 16.5 % between 2016 and 2019, 
followed by a drop to 9 % in 2020 (223). Furthermore, the success rate in accessing 
research funding is 3.9 pp higher for men than women across the EU (224). 

Moreover, in 2020 the gender pension gap stood at over 28 % on average in the EU (225). 
Pension gaps ranged from 0.1 %, 2.3 % and 2.4 % in Estonia, Latvia and Hungary, 
respectively, to 40.5 %, 41.3 %,and 41.5 % in Luxembourg, the Netherlands and Malta, 
respectively (for more information, see Table A5) (226). 

These factors all act as barriers to the effective implementation of GEPs. One of the key 
reasons for these barriers is the care gap. Despite efforts to change the perception of unpaid 
care, it is frequently still viewed as ‘women’s work’. In 2020, 81 % of women in the EU and 

 

(218) Eurostat, ‘Gender gap in part-time employment’ 
(http://appsso.eurostat.ec.europa.eu/nui/show.do?dataset=tepsr_lm210&lang=en). 

(219) European Commission, DG Research and Innovation (2021), She Figures 2021 – Gender in research and 
innovation: Statistics and indicators, Publications Office of the European Union, Luxembourg, p. 152 
(https://op.europa.eu/en/web/eu-law-and-publications/publication-detail/-/publication/67d5a207-4da1-11ec-
91ac-01aa75ed71a1). 

(220) Ibid., p. 155. 
(221) Ibid., p. 154. 
(222) Eurostat (n.d.), ‘Gender pay gap statistics’ (https://ec.europa.eu/eurostat/statistics-

explained/index.php?title=Gender_pay_gap_statistics). 
(223) Eurostat (n.d.), ‘Gender pay gap in unadjusted form (“professional, scientific and technical activities”) 

(earn_gr_gpgr2)’ (https://appsso.eurostat.ec.europa.eu/nui/show.do?dataset=earn_gr_gpgr2&lang=en). The 
EU-27 average value is not available for this indicator. 

(224) European Commission, DG Research and Innovation (2021), She Figures 2021: Policy briefs, Publications 
Office of the European Union, Luxembourg (https://data.europa.eu/doi/10.2777/078011). 

(225) EU Monitor (2023), ‘Understanding the gender pay gap: Definition and causes’ 
(https://www.eumonitor.eu/9353000/1/j9vvik7m1c3gyxp/vl59mpupm0vq?ctx=vk4jic6t1dxz#:~:text=With%20les
s%20money%20to%20save,in%20the%20EU%20in%202020). 

(226) Eurostat, ‘Gender pension gap by age group – EU-SILC survey’ 
(https://ec.europa.eu/eurostat/databrowser/view/ilc_pnp13/default/table?lang=en). 

http://appsso.eurostat.ec.europa.eu/nui/show.do?dataset=tepsr_lm210&lang=en
https://op.europa.eu/en/web/eu-law-and-publications/publication-detail/-/publication/67d5a207-4da1-11ec-91ac-01aa75ed71a1
https://op.europa.eu/en/web/eu-law-and-publications/publication-detail/-/publication/67d5a207-4da1-11ec-91ac-01aa75ed71a1
https://ec.europa.eu/eurostat/statistics-explained/index.php?title=Gender_pay_gap_statistics
https://ec.europa.eu/eurostat/statistics-explained/index.php?title=Gender_pay_gap_statistics
https://appsso.eurostat.ec.europa.eu/nui/show.do?dataset=earn_gr_gpgr2&lang=en
https://data.europa.eu/doi/10.2777/078011
https://www.eumonitor.eu/9353000/1/j9vvik7m1c3gyxp/vl59mpupm0vq?ctx=vk4jic6t1dxz#:~:text=With%20less%20money%20to%20save,in%20the%20EU%20in%202020
https://www.eumonitor.eu/9353000/1/j9vvik7m1c3gyxp/vl59mpupm0vq?ctx=vk4jic6t1dxz#:~:text=With%20less%20money%20to%20save,in%20the%20EU%20in%202020
https://ec.europa.eu/eurostat/databrowser/view/ilc_pnp13/default/table?lang=en
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48 % of men provided care on a daily basis (227). While almost all employed women in the 
EU (94 %) carry out unpaid care work multiple times per week, this proportion falls to 70 % 
for employed men (228). The result of women spending more time on caring 
responsibilities is that many skilled women are kept out of the labour market (229). This 
problem is compounded in the R&I sector by the culture of working long hours and 
presenteeism in the sector (230), which are problematic for those with care commitments. 

These labour inequalities are evident in the She Figures data from 2021, where, despite the 
fact that 48.1 % of PhD graduates are women, women account for only 32.8 % of 
researchers, 31.1 % of board members, 26.2 % of those in grade A positions and 
24.5 % of board leaders. The further women progress through their careers, and the more 
likely it is that they combine paid work with unpaid caring responsibilities, the fewer women 
there are in high positions. Furthermore, at the European level, among researchers who were 
in a couple with children, a higher proportion of women researchers (7.2 %) than men 
researchers (4.4 %) working in the HES were employed under a precarious contract (231). 

Although there are as many qualified young women as men, statistics show that, after the 

birth of a first child, women’s remuneration starts to fall behind and never catches up with 

men’s (232). In Italy, for example, 1 in every 3 women leaves her job after the birth of her first 

child; this exit from the labour market is permanent in many cases (233). Indeed, in 2021, 

11.3 % of the women labour force in Italy were unemployed, compared with the EU average 

of 7.5 % (234). One of the causes of this situation is unequal parental leave and, in some 

instances, a stigma around men taking parental leave (235). In Austria, for example, 

maternity leave amounts to 16 weeks: 8 weeks before and 8 weeks after the birth (236). As of 

September 2019, all Austrian employers were required to allow fathers to take 1 month’s 

unpaid leave after the birth of their child (237). However, PhD students at private universities 

are not considered standard employees, as they work for a stipend, so they do not have a 

 

(227) EIGE (2020), ‘Gender inequalities in care and pay in the EU’ (https://eige.europa.eu/publications/gender-
inequalities-care-and-pay-eu). 

(228) Ibid. 
(229) Interviews with several RFOs, RPOs and an MEP, conducted in 2022. 
(230) In a survey of UK researchers in 2020, 57 % of respondents agreed that there was a culture of working long 

hours at their workplace, while 48% agreed that they had felt pressured to work long hours. Furthermore, 62% 
agreed that the system exploited their interest in the work, leading to a heavy workload (see European 
Commission, DG Research and Innovation (2021), She Figures 2021 – Gender in research and innovation: 
Statistics and indicators, Publications Office of the European Union, Luxembourg, p. 5 
(https://op.europa.eu/en/web/eu-law-and-publications/publication-detail/-/publication/67d5a207-4da1-11ec-
91ac-01aa75ed71a1)). 

(231) European Commission, DG Research and Innovation (2021), She Figures 2021 – Policy briefs, Publications 
Office of the European Union, Luxembourg (https://data.europa.eu/doi/10.2777/078011). 

(232) European Parliament (2020), ‘Precarious work from a gender and intersectionality perspective, and ways to 
combat it’ 
(https://www.europarl.europa.eu/RegData/etudes/STUD/2020/662491/IPOL_STU(2020)662491_EN.pdf). 

(233) Italian Department for Equal Opportunities (2020), ‘Women for a new Renaissance’, p. 7 (data collected by 
Italian National Institute of Statistics from 2018) (https://www.pariopportunita.gov.it/media/2250/women-for-a-
new-renaissance-pdf-eng.pdf). 

(234) World Bank (n.d.), ‘Unemployment, female (% of female labour force) (modelled ILO estimate) – Italy’ 
(https://data.worldbank.org/indicator/SL.UEM.TOTL.FE.ZS?end=2021&locations=IT&most_recent_value_desc
=false&start=2000&view=chart). 

(235) Interview with an RPO in Bosnia and Herzegovina, conducted in 2022. 
(236) See oesterreich.gv.at (n.d.), ‘Maternity allowance’ 

(https://www.oesterreich.gv.at/en/themen/steuern_und_finanzen/wochengeld.html). 
(237) See Mercer (2019), ‘Austria introduces the right to unpaid paternity leave’ (https://www.mercer.com/our-

thinking/law-and-policy-group/austria-introduces-the-right-to-unpaid-paternity-leave.html). 

https://eige.europa.eu/publications/gender-inequalities-care-and-pay-eu
https://eige.europa.eu/publications/gender-inequalities-care-and-pay-eu
https://op.europa.eu/en/web/eu-law-and-publications/publication-detail/-/publication/67d5a207-4da1-11ec-91ac-01aa75ed71a1
https://op.europa.eu/en/web/eu-law-and-publications/publication-detail/-/publication/67d5a207-4da1-11ec-91ac-01aa75ed71a1
https://data.europa.eu/doi/10.2777/078011
https://www.europarl.europa.eu/RegData/etudes/STUD/2020/662491/IPOL_STU(2020)662491_EN.pdf
https://www.pariopportunita.gov.it/media/2250/women-for-a-new-renaissance-pdf-eng.pdf
https://www.pariopportunita.gov.it/media/2250/women-for-a-new-renaissance-pdf-eng.pdf
https://data.worldbank.org/indicator/SL.UEM.TOTL.FE.ZS?end=2021&locations=IT&most_recent_value_desc=false&start=2000&view=chart
https://data.worldbank.org/indicator/SL.UEM.TOTL.FE.ZS?end=2021&locations=IT&most_recent_value_desc=false&start=2000&view=chart
https://www.oesterreich.gv.at/en/themen/steuern_und_finanzen/wochengeld.html
https://www.mercer.com/our-thinking/law-and-policy-group/austria-introduces-the-right-to-unpaid-paternity-leave.html
https://www.mercer.com/our-thinking/law-and-policy-group/austria-introduces-the-right-to-unpaid-paternity-leave.html
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right to parental leave (238). Again, the result is that caring responsibilities fall exclusively on 

women. 

The offer of care services represents a further barrier. Although the EU has surpassed 
its Barcelona target of 34 % of children under the age of 3 years in formal childcare (the target 
being 33 %), 14 % of EU households report unmet needs for formal childcare 
services (239). While certain Member States have very high enrolment rates for children 
under 3 years of age in formal childcare (Denmark, with 72 %, and the Netherlands, with 
62 %), others have exceedingly low rates (Czechia, with 7 %, and Slovakia, with less than 
1 %) (240). Around 85 % of children from the age of 3 years to school age are in formal 
childcare in the EU, which is just below the target of 90 %. 

One of the issues is that there are not enough childcare places to meet demand. Currently, 
in public kindergartens in Italy there is only 1 place available for 30 children in need of one. 
Reliance is still placed on grandparents and other family members, although this does not fit 
with the trend of people having children later in life and moving cities so that they no longer 
live in close proximity to their parents, on whom they might otherwise have been able to rely 
for childcare support (241). In order to try to remedy this situation, Italy’s national recovery and 
resilience plan made funds available to increase ‘the supply of childcare facilities by building, 
renovating and ensuring the safety of nurseries and preschools, to ensure an increase in the 
educational offer and the available slots for the 0–6 age group, and thus improving teaching 
quality. The measure is expected to encourage women’s participation in the labour market 
and support them in reconciling family and professional life’ (242). 

Structural issues at the national and institutional levels are compounded by unconscious 
biases and social constructions of femininity and masculinity. This also creates the risk of the 
feminisation of ‘time poverty’ (243), which may have wide-ranging repercussions for health, 
well-being, career progression and leadership. Not only do women spend more time on 
average than men on caring responsibilities, they also are significantly more likely to perform 
a greater share of cooking and housework than men. EIGE’s data show that on average in 
the EU 78 % of women compared with 32 % of men spend time on cooking and/or housework 
every day (244). 

Structurally addressing work–life balance equitably through parental leave policies, flexible 
working arrangements (including remote working policies) (245), the provision of care services 
and support for informal caring responsibilities is therefore crucial to achieving gender 

 

(238) Interview with an RFO, conducted in 2022. 
(239) EIGE (2019), ‘Work–life balance / informal caring for children and childcare services in European Union’ 

(https://eige.europa.eu/gender-equality-index/thematic-focus/work-life-balance/caring-for-children). 
(240) Ibid. 
(241) Interview with an RFO, conducted in 2022. 
(242) See European Commission (n.d.), ‘Italy’s recovery and resilience plan’ (https://ec.europa.eu/info/business-

economy-euro/recovery-coronavirus/recovery-and-resilience-facility/italys-recovery-and-resilience-plan). 
(243) ‘The domain of time measures gender inequalities in allocation of time spent doing care and domestic work 

and social activities. The first sub-domain, concerned with care activities, measures gender gaps in 
involvement of women and men in caring for and educating their children or grandchildren, older and disabled 
people, as well as their involvement in cooking and housework. The second sub-domain explores how many 
women and men engage in social activities. Concretely, it measures gender gaps in women’s and men’s 
engagement in sport, cultural or leisure activities outside of their home, combined with their engagement in 
voluntary and charitable activities’ (EIGE (n.d.), ‘Time in European Union in 2021 edition’ 
(https://eige.europa.eu/gender-equality-index/2021/domain/time)). 

(244) EIGE (n.d.), ‘Time in European Union in 2021 edition’ (https://eige.europa.eu/gender-equality-
index/2021/domain/time) (data is not available after 2016). 

(245) Interview with an RPO in Spain, conducted in 2022. 

https://eige.europa.eu/gender-equality-index/thematic-focus/work-life-balance/caring-for-children
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equality, and indeed to providing a backdrop for the proper functioning of GEPs in R&I 
organisations. 

4.2 Precarious employment 

Over the past decade, many legislative measures have been taken to tackle precarious work, 
in particular relating to women. Most notably, the 2019 EU directives on transparent and 
predictable working conditions (246) and work–life balance for parents and carers (247) 
seek to prohibit the abuse of atypical contracts and to put women and men on a more 
equal footing by challenging perceptions of the responsibilities attributed to the two 
sexes (248). That said, precarious employment remains problematic. The She Figures 2021 
report highlights that in 2018 ‘a higher proportion of women researchers than men 
researchers worked part-time and under precarious working contracts in the HES across the 
EU’ (249). In this report, precarity is taken to mean researchers with no contracts, with fixed-
term contracts of up to 1 year or with other contracts (often associated with student 
status) (250). 

This aligns with the findings of the Irish HEA’s second national review of gender equality in 
Irish HEIs, published in November 2022 (251). The HEA found that the increasing precarity of 
academic careers (e.g. through the proliferation of fixed-term, insecure contracts to fulfil core 
higher education functions) represents a barrier to career and salary progression, and 
one which disproportionately affects women. Research also indicates that precarious 
employment makes women more vulnerable to workplace harassment and mental health 
difficulties, in addition to creating financial dependency on others. Precarity thus represents 
a ‘significant and overlooked gender equality issue in the Irish HE [higher education] 
system’ (252). In order to tackle this, the HEA recommends developing a strategy to stabilise 
the funding of HEIs and eliminate reliance on precarious forms of employment within 
them (253). As part of this, it encourages RFOs to work with other stakeholders to increase 
the number of permanent research positions in R&I, and to ‘make institutional and 
departmental action on eliminating precarious work a mandatory requirement of research 
funding eligibility, to be demonstrated in Athena SWAN applications/awards’ (254). 

The She Figures 2021 report found that ‘the proportion of women researchers working 
under precarious employment was larger than that of men researchers in over two-
thirds of the EU-27 Member States and Associated Countries considered (22 of 31)’ 

 

(246) Directive (EU) 2019/1152 of the European Parliament and of the Council of 20 June 2019 on transparent and 
predictable working conditions in the European Union (OJ L 186, 11.7.2019, p. 105) (https://eur-
lex.europa.eu/legal-content/EN/TXT/?uri=CELEX:32019L1152). 

(247) Directive (EU) 2019/1158 of the European Parliament and of the Council of 20 June 2019 on work–life balance 
for parents and carers and repealing Council Directive 2010/18/EU (OJ L 188, 12.7.2019, p. 79) (https://eur-
lex.europa.eu/legal-content/EN/TXT/?uri=celex%3A32019L1158). 

(248) European Parliament (2020), ‘Precarious work from a gender and intersectionality perspective, and ways to 
combat it’ 
(https://www.europarl.europa.eu/RegData/etudes/STUD/2020/662491/IPOL_STU(2020)662491_EN.pdf). 

(249) European Commission, DG Research and Innovation (2021), She Figures 2021 – Gender in research and 
innovation: Statistics and indicators, Publications Office of the European Union, Luxembourg, pp. 152–157 
(https://op.europa.eu/en/web/eu-law-and-publications/publication-detail/-/publication/67d5a207-4da1-11ec-
91ac-01aa75ed71a1). 

(250) Ibid., p. 154. 
(251) HEA (2022), Gender Equality (https://hea.ie/assets/uploads/2022/03/Report-of-the-Expert-Group-2nd-HEA-

National-Review-of-Gender-Equality-in-Irish-Higher-Education-Institutions.pdf). 
(252) Ibid., pp. 22–23. 
(253) Ibid., p. 46. 
(254) Ibid., p. 46. 
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(emphasis added) (255). The countries with the highest proportions of women researchers 
working under precarious employment contracts were Hungary (16.3 %), Spain (15.5 %), 
Denmark (15.3 %) and Switzerland (15.3 %). 

Interestingly, these data were disaggregated not only by sex, but also by family status 
and career stage (for more information, see Table A18). Some of the key findings at the 
European level were as follows. 

• Among researchers who were in a couple with children, more women (7.2 %) than men 
(4.4 %) worked under precarious contracts. This suggests that unequal caring 
responsibilities may potentially be related to precarious work. 

• Conversely, among researchers who were single, a higher proportion of men than 
women researchers worked under precarious contracts. This was true of both men with 
(6.4 % of men compared with 1.2 % of women) and without (18.4 % of men compared 
with 13.8 % of women) children. 

• Both women and men researchers were more likely to work under precarious 
employment contracts in the early stages of their career (particularly from first-stage 
researchers up to PhD level). 

In an attempt to better support early-stage researchers, the University of Trento in Italy, for 
instance, has created a web platform targeted at young women and men researchers in the 
early stages of their careers, particularly in the STEM and social sciences and humanities 
departments of the university (256). The objective was to design and implement a mentoring 
programme to provide advice, information and opportunities among researchers at different 
stages of their careers. The platform is specifically intended to deal with gender asymmetries, 
encouraging mutual learning. 

4.3 Other factors 

In the course of the interviews conducted for the purposes of this study, a number of other 
wider contextual conditions at the national level were deemed to hamper the effective 
implementation of GEPs. 

One of these relates to the goal of strengthening inclusiveness in the new ERA. It was 
highlighted that those people who make it to the top of the science system usually have 
optimal conditions in their personal and financial lives. For example, in many Italian 
universities, professors typically come from the same region or even the city in which the 
university is situated, meaning that the stable conditions supporting them (long-standing 
networks in the region, the proximity of family to assist with childcare, etc.) significantly help 
them to grow in their sector (257). Candidates with a different ethnicity or social background 
may therefore struggle more. Despite attempts to make the system more research-oriented 
and meritocratic, ‘these changes are taking place in years of financial restraint, with a very 

 

(255) European Commission, DG Research and Innovation (2021), She Figures 2021 – Gender in research and 
innovation: Statistics and indicators, Publications Office of the European Union, Luxembourg, pp. 152–157 
(https://op.europa.eu/en/web/eu-law-and-publications/publication-detail/-/publication/67d5a207-4da1-11ec-
91ac-01aa75ed71a1). 

(256) R-I Peers (2018), ‘Pilot experiences for improving gender equality in research organisations’, WP6 – Mutual 
learning and knowledge spill-over (http://ripeers.eu/wp-content/uploads/2018/11/R_I-
PEERS_D6.2_v.final_31.10.2018.pdf). 

(257) Interview with an RFO, conducted in 2022. 

https://op.europa.eu/en/web/eu-law-and-publications/publication-detail/-/publication/67d5a207-4da1-11ec-91ac-01aa75ed71a1
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low replacement ratio of an ageing faculty (20 % in the best of cases), and limited resources 
to effectively promote research’ (258). 

Although there has been an overall shift in the mindset of many towards considering gender 
equality as a priority, there is still some reluctance (particularly in the relatively traditional 
academic communities of some countries) to first recognise the importance of striving 
towards achieving gender equality, and second dedicate capacity, time and expertise 
to implementing measures to achieve it (259). For example, the ERAC SWG GRI report on 
advancing gender equality in the ERA found that, in 2018, in Bulgaria, Czechia, Poland, 
Portugal, Slovakia and Türkiye gender equality was not defined as a priority, and that cultural 
barriers or other policy priorities existed (260). The report notes that, of these countries, both 
‘Bulgaria and Portugal show above-average proportions of women in research in a European 
comparison, and this fact is used to argue that the gender balance in research is not a policy 
target’ (261). This points to an issue discussed in the final report of the GENDERACTION 
project, namely that a common understanding of gender equality is a key driver of the (further) 
development of national gender equality policies (262). Without this understanding, gender 
equality may be reduced to one single dimension (e.g. women’s representation), rather than 
being considered in its entirety. This illusion that gender equality has already been achieved 
simply because one target has been met is therefore an important one to refute. 

Moreover, there is sometimes the misconception that gender equality, or diversity more 
broadly, stands opposed to merit; given that merit is the main parameter in career 
advancement, the consideration of equality (linked to gender or other social characteristics) 
is perceived as the unfair, opportunistic and favourable treatment of certain individuals that 
is not based on merit (263). The League of European Research Universities explains, ‘The 
idea that the recognition of excellence solely on the basis of pure merit does not always work 
well in practice and that academic excellence is not always gender-neutral is not an easy 
subject in the academic world. LERU [the League of European Research Universities] 
believes it is crucial to recognise that the rules of meritocracy can be inadvertently 
circumvented, but also that true commitment can help to avoid a discrepancy between 
idealised meritocratic beliefs and the de facto functioning of assessment procedures’ (264). 

A final barrier to the effective implementation of GEPs is that of stereotypes and biases, 
and the perpetuation of gendered roles. It is important to consider stereotypes about women’s 
and men’s skills. This is clearly highlighted in the 2020–2025 gender equality strategy, which 
states that ‘Women and men, girls and boys, in all their diversity, should be free to express 
their ideas and emotions, and pursue their chosen educational and professional paths 

 

(258) EUI, ‘Italy – Academic Career Structure’ 
(https://www.eui.eu/programmesandfellowships/academiccareersobservatory/academiccareersbycountry/italy). 

(259) Interviews with several RPOs, conducted in 2022. 
(260) ERAC SWG GRI (2018), Report on the implementation of Council conclusions of 1 December 2015 on 

advancing gender equality in the European Research Area, Brussels, p. 30 
(https://data.consilium.europa.eu/doc/document/ST-1213-2018-INIT/en/pdf). 

(261) Ibid. 
(262) GENDERACTION (2021), ‘D 3.3 monitoring of ERA priority 4 implementation – Update and final assessment’ 

(https://genderaction.eu/wp-content/uploads/2021/09/GENDERACTION_WP3_final_report.pdf). 
(263) Interview with an RPO in Italy, conducted in 2022. 
(264) League of European Research Universities (LERU) (2018), ‘Implicit bias in academia: A challenge to the 

meritocratic principle and to women’s careers – and what to do about it’ 
(https://www.leru.org/publications/implicit-bias-in-academia-a-challenge-to-the-meritocratic-principle-and-to-
womens-careers-and-what-to-do-about-it). 

https://www.eui.eu/programmesandfellowships/academiccareersobservatory/academiccareersbycountry/italy
https://data.consilium.europa.eu/doc/document/ST-1213-2018-INIT/en/pdf
https://genderaction.eu/wp-content/uploads/2021/09/GENDERACTION_WP3_final_report.pdf
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without the constraints of stereotypical gender norms’ (emphasis added) (265). At both 
the European and national levels, efforts have been made to encourage greater participation 
of women in STEM careers (266), and to tackle gender stereotypes in girls’ and boys’ 
educational and career interests (267). For example, the European strategy for 
universities (268), adopted by the Commission in January 2022, sets the objective of 
addressing the under-representation of women in STEM through a roadmap of activities 
spanning education and research policies (269). The European Commission has also 
mobilised projects funded by Horizon 2020 and Horizon Europe aiming to foster structural 
change in R&I organisations and bridge the gender gap in STEM (270). 

Despite these efforts, data from 2018 show that, at the European level, women continue 
to be under-represented among doctoral graduates in the specialised STEM fields of 
physical sciences (38.4 %), mathematics and statistics (32.5 %), ICT (20.8 %), engineering 
and engineering trades (27 %) and architecture and construction (37.2 %) (271). Data are 
unfortunately missing for the Netherlands on the proportion of women among doctoral 
graduates in STEM subjects. However, a Dutch stakeholder interviewed remarked that 
gender stereotypes in the Netherlands remain strong, and there is a high degree of cross-
cutting labour market segregation (272). One possible explanation for the under-
representation of women in STEM fields in the Netherlands is that there is the perception that 
part-time work is not possible in scientific fields. However, 22.5 % of Dutch male employees 
work part-time, by far the highest proportion of any Member State (273). Challenging these 
stereotypes, which have far-reaching societal influence, remains a key priority at all levels. 

Case study 5 further explores the representation of women in STEM and presents a review 
of GEPs in STEM-focused HEIs and research organisations. It provides an overview of the 
actions being taken by a handful of institutions across Europe to address the under-
representation of women in STEM. A few positive examples of potential impacts are 
presented, for example of the University of Birmingham’s higher education science, 
technology, engineering and mathematics (HE STEM) programme. This programme led to 
approximately 30 universities putting equality and diversity measures in place and ultimately 
resulted in an increase of women participating in STEM work at some of the participating 

 

(265) European Commission (2020), Commission communication – A Union of equality: Gender equality strategy 
2020–2025 (COM(2020) 152 final) (https://eur-lex.europa.eu/legal-
content/EN/TXT/?uri=CELEX%3A52020DC0152). 

(266) See European Commission, DG Research and Innovation (2021), She Figures 2021 – Gender in research and 
innovation: Statistics and indicators, Publications Office of the European Union, Luxembourg, p. 33 
(https://op.europa.eu/en/web/eu-law-and-publications/publication-detail/-/publication/67d5a207-4da1-11ec-
91ac-01aa75ed71a1). 

(267) Ibid., p. 34. 
(268) European Commission (2022), Commission communication on a European strategy for universities 

(COM(2022) 16 final) (https://education.ec.europa.eu/document/commission-communication-on-a-european-
strategy-for-universities). 

(269) European Commission (2023), ‘EU support to strengthen gender equality in STEM’, factsheet 
(https://op.europa.eu/en/publication-detail/-/publication/d5caa77b-a833-11ed-b508-01aa75ed71a1/language-
en/format-PDF/source-280296996). 

(270) European Commission, DG Research and Innovation (2022), Bridging the Gender Gap in STEM: 
Strengthening opportunities for women in research and innovation, Publications Office of the European Union, 
Luxembourg (https://data.europa.eu/doi/10.2777/774922). 

(271) See European Commission, DG Research and Innovation (2021), She Figures 2021 – Gender in research and 
innovation: Statistics and indicators, Publications Office of the European Union, Luxembourg, p. 39 
(https://op.europa.eu/en/web/eu-law-and-publications/publication-detail/-/publication/67d5a207-4da1-11ec-
91ac-01aa75ed71a1). 

(272) Interview with a Dutch stakeholder, conducted in 2022. 
(273) Eurostat (2021), ‘Part-time employment as percentage of the total employment, by sex, age and citizenship 

(%)’ (https://ec.europa.eu/eurostat/databrowser/view/lfsa_eppgan__custom_12622039/default/table?lang=en). 

https://eur-lex.europa.eu/legal-content/EN/TXT/?uri=CELEX%3A52020DC0152
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https://op.europa.eu/en/publication-detail/-/publication/d5caa77b-a833-11ed-b508-01aa75ed71a1/language-en/format-PDF/source-280296996
https://data.europa.eu/doi/10.2777/774922
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universities (274). The case study goes on to present indicators used by the institutions to 
measure progress towards achieving gender equality, and the main challenges to achieving 
an impact in STEM-focused HEIs and RPOs. 

 

(274) CFE (2013), Summative Evaluation of the National HE STEM Programme, Leicester, United Kingdom 
(https://www.birmingham.ac.uk/Documents/college-eps/college/stem/Summative-evaluation-national-he-stem-
programme.pdf). 

https://www.birmingham.ac.uk/Documents/college-eps/college/stem/Summative-evaluation-national-he-stem-programme.pdf
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5. Existing monitoring and evaluation frameworks and key 
indicators 

There are a diversity of monitoring and evaluation frameworks and monitoring initiatives at 
the international, European and national levels, which publish periodical reports on gender 
equality in R&I. The main data collected generally refer to women’s participation in 
higher education; the percentage of women in organisations, including by position, 
level or pay level; and women’s applications and success rates. However, as discussed 
further in Section 6.4, there is a systemic lack of data regarding sexual harassment and 
violence, gender in R&I content and intersectional data. 

This section identifies examples of monitoring and evaluation frameworks at the international, 
EU and national levels and indicators of gender equality progress in R&I. This review 
complements the analysis in policy briefs 2 (on the monitoring and evaluation of the 
implementation of the GEP eligibility criterion in Horizon Europe) and 3 (on measuring 
progress at the EU and national levels on inclusive GEPs and policies). 

5.1 International level 

At the international level, the European Commission and the Organisation for Economic Co-
operation and Development (OECD) produce a biennial survey on science, technology and 
innovation (STI) policies (the OECD Science, Technology and Innovation Policy (STIP) 
Survey) (275). It collects qualitative and quantitative data on national trends in STI policy. The 
survey targets national government officials working on key areas of STI policy. As a result, 
the survey covers diverse thematic areas, including public research, business innovation and 
entrepreneurship, knowledge transfer, innovation skills, innovation to tackle societal 
challenges and the governance of the STI system (276). 

Through this survey, national and European policy initiatives and instruments are monitored 
in relation to gender equality. Therefore, the OECD STIP Survey has become a crucial 
initiative to acknowledge the state of play and progress achieved in relation to legislative and 
policy initiatives within the R&I ecosystem in the promotion of gender equality. As a result, 
the 2023 edition of the OECD STIP Survey is linked to the ERA priorities and feeds the new 
ERA monitoring mechanism consisting of the ERA Scoreboard and Dashboard, the ERA 
Policy Platform, and the EU-level and country-level ERA monitoring reports (277). 

In addition, the ‘Gender in science, innovation, technology and engineering’ initiative, which 
aims to promote the role of women in science, innovation, technology and engineering, 
coordinated the production of the study report Gender Equality in Science: Inclusion and 
participation of women in global science organizations – Results of two global surveys (278). 
The study is the follow-up to the 2015 global survey conducted by the InterAcademy 
Partnership. It has become a crucial monitoring exercise at the international level. 
Furthermore, the United Nations Educational, Scientific and Cultural Organization has 
developed gender reports in the Global Education Monitoring Report series (279), which 

 

(275) https://stip.oecd.org/stip/. 
(276) https://stip.oecd.org/stip/pages/about. 
(277) https://one.oecd.org/document/DSTI/STP(2022)33/en/pdf. 
(278) https://genderinsite.net/sites/default/files/GenderEqualityInScience_TwoGlobalSurveys.pdf. 
(279) https://unesdoc.unesco.org/ark:/48223/pf0000381329. 
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provides key insights regarding gender equality in education and focuses on key areas of 
STEM (e.g. mathematics) crucial for R&I. 

5.2 European level 

At the European level, one of the most complete reports that monitor gender equality in the 
field of R&I is the She Figures report (280). The purpose of the latest edition of this report, 
published by the European Commission’s DG Research and Innovation, is to analyse the 
‘chronological journey’ (281) of women from 44 countries from their graduation from doctoral 
studies to their incorporation into the labour market and their role in the decision-making 
process, focusing on the following areas: pool of graduate talent, participation in science and 
technology occupations, labour market participation as researchers, working conditions of 
researchers, career advancement and participation in decision-making, and R&I output (282). 
In addition, the report includes several policy briefs on emerging and ongoing policy priorities 
in the area of gender equality in R&I, and country profiles with key results in thematic areas. 
In the current context of the new eligibility criterion for GEPs under Horizon Europe, the report 
includes a new indicator that uses web-scraping techniques to measure the proportion of 
research organisations’ websites that mention actions or measures taken to achieve gender 
equality. 

The main sources of information used to collect the data present in the report are Eurostat, 
MORE surveys, the Women in Science questionnaire, Scopus™️, the EU Open Data Portal 
and the European Patent Office’s Worldwide Patent Statistical Database. 

In addition, the GEAR tool (283) provides the tools necessary to create a GEP and evaluate 
its real impact. The tool provides key guidelines regarding what a GEP is, why it should be 
implemented and the approach to be followed (284). In particular, it specifies key steps to be 
followed by research organisations, universities, public bodies and research-funding bodies. 

Similarly, the EU-funded project ACT developed the Gender Equality Audit and Monitoring 
(GEAM) tool (285). This tool enables survey-based gender equality audits to be carried out in 
academic organisations or organisational units. Its core instrument is a flexible questionnaire 
framework based on the Athena Survey of Science, Engineering and Technology and on 
existing measurement scales in the scientific literature. It comprises a collection of questions 
that cover most aspects of gender equality in academic organisations, providing high-quality 
data for designing and implementing gender equality measures and assessing their impact 
over time. The questionnaire framework covers the following thematic areas: (1) 
sociodemographics, (2) working conditions, (3) stereotypes, prejudices and bias, (4) 
organisational culture and climate and (5) interpersonal behaviours and experiences. The 
tool focuses on the institutional level but has been designed to be implemented across the 
EU. 

Finally, at the EU level, the ERA had already included gender equality and gender 
mainstreaming in research as a priority in its 2012 communication framework. This priority 

 

(280) The latest She Figures report is from 2021, and is available at https://op.europa.eu/en/web/eu-law-and-
publications/publication-detail/-/publication/67d5a207-4da1-11ec-91ac-01aa75ed71a1. 

(281) European Commission (n.d.), ‘SheFigures 2021’ (https://ec.europa.eu/assets/rtd/shefigures2021/index.html). 
(282) DG Research and Innovation (2021), She Figures Handbook 2021, Publications Office of the European Union, 

Luxembourg (https://op.europa.eu/en/web/eu-law-and-publications/publication-detail/-/publication/058103b5-
4da0-11ec-91ac-01aa75ed71a1). 

(283) https://eige.europa.eu/gender-mainstreaming/toolkits/gear. 
(284) https://eige.europa.eu/gender-mainstreaming/toolkits/gear/step-step-guide-funding/step-5. 
(285) https://geam.act-on-gender.eu/. 
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has been reinforced in the ERA’s 2022–2024 policy agenda, with a specific action (action 5) 
to promote gender equality and foster inclusiveness. This new policy agenda also includes 
in action 19 the establishment of an efficient and effective ERA monitoring mechanism. 
This entails the revision and update of the ERA monitoring system to better capture progress 
made towards the individual ERA priorities and inform evidence-based policymaking in the 
ERA. In particular, the ERA monitoring mechanism involves the ERA Scoreboard (providing 
data for indicators at the EU level) and the ERA Dashboard (providing key quantitative and 
qualitative information at the national level), which will feed the EU-level and country-level 
reports containing key analyses of the implementation of the various ERA priorities at the EU 
and national levels. 

5.3 National level 

There are a multitude of monitoring and evaluation frameworks at the national level. For 
instance, in Austria, the FWF (286) (a national fund) has published its equal opportunity 
monitoring statistics (287), with the aim of increasing the participation of women researchers 
in Austria, since 2015. The core objective is to monitor application and success rates annually 
and observe the changes in these rates. As a result, data on applications from women and 
men, projects funded by gender and applications by subject are collected as part of the FWF 
Dashboard (288). The Austrian Federal Ministry of Education, Science and Research has a 
statistical information system publishing data on and monitoring gender equality in the 
HES (289). 

Other national frameworks can be found in Germany, including the yearly monitoring by the 
German Research Foundation (Deutsche Forschungsgemeinschaft (DFG)) (290) of equal 
opportunities (291). The DFG reports annually on the number and proportion of women 
researchers submitting proposals to the DFG, on the success of these proposals and on 
women’s representation in the statutory bodies in the DFG with a view to effectively 
monitoring equality of opportunity for men and women researchers. In addition, all universities 
in Germany have monitoring systems that allow them to collect and report key data on areas 
defined by their own federal states (292). In addition, the Center of Excellence Women and 
Science (293) collects and provides key data and evidence regarding gender equality in 
science and research. It provides statistical data on gender monitoring; contextualised data 
and information on key research areas, such as gender-based violence; and data on gender 
relations in academia. 

In Czechia, annual monitoring reports on the position of women in Czech science have been 
published by the Centre for Gender and Science since 2008 (294). The reports provide time 
series on horizontal and vertical segregation, the leaky pipeline, the gender pay gap and 
academic promotion rates, and data on leadership and decision-making positions. Similarly, 
in the Netherlands, the Dutch Network of Women Professors (Landelijk Netwerk 

 

(286) https://www.fwf.ac.at/. 
(287) https://www.fwf.ac.at/en/about-us/what-we-do/equal-opportunities-and-diversity. 
(288) http://dashboard.fwf.ac.at/en/. 
(289) https://unidata.gv.at/Pages/default.aspx. 
(290) https://www.dfg.de/en/index.jsp. 
(291)

 https://www.dfg.de/en/research_funding/principles_dfg_funding/equal_opportunities/general_information/mo
nitoring_equal_opportunity/index.html. 

(292) Information extracted from interviews conducted for this study in April–September 2022. 
(293) https://www.gesis.org/en/cews/cews-home. 
(294) https://genderaveda.cz/en/publications. 
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Vrouwelijke Hoogleraren (LNVH)) publishes a yearly Women Professors Monitor (295) (on R&I 
organisation). It is a centre of expertise in gender diversity that aims to promote the equal 
representation of women in academia, and to support the improvement of the position of 
women academics of all backgrounds and the development of an inclusive and safe 
academic community. The data collected include the percentage of women professors 
(assistant, associate and full) at universities in the Netherlands, and the percentage of women 
students, graduates and PhD graduates, and changes in them over time. 

In Italy, by law (national legislation), public administrations, including public research 
organisations and universities, must have a positive action plan (PAP). In view of Horizon 
Europe requirements, many universities and research organisations are now developing a 
GEP, as the PAP does not meet all EU requirements. The subcommittee for gender 
equality (296), as part of the Conference of Italian University Rectors, has among their tasks 
collecting the data from all universities at the national level about the state of play of 
GEPs (297). 

In 2018, the Research and Scientific Careers Observatory was established in Belgium. It 
aims to monitor and analyse the careers of Wallonia-Brussels Federation researchers 
through surveys and data cross-referencing. Particular attention is paid to the various 
obstacles linked to scientific careers: issues of gender stereotypes and discrimination, 
constraints related to international mobility requirements, the impact of the pressure on 
researchers to publish at an early stage of their career, etc. The results of surveys and 
analyses are published as reports (298). 

In Bulgaria, the 2017–2030 national strategy for research development (299) includes 
monitoring equal representation in the selection of staff for and promotion of staff to academic 
and management positions in research organisations. 

In Lithuania, the document ‘Recommendations to ensure equal opportunities for women and 
men in research and higher education institutions’ (300) assesses the status of gender equality 
in research and higher education institutions and identifies key directions for implementing 
gender equality principles (301). These include monitoring how gender balance is ensured in 
decision-making processes, how equality principles are considered in the distribution of 
resources, and how women and men are affected by institutional rules and practices. 

There are also some examples of national frameworks from non-EU countries. In Norway, 
the KIF collects all GEPs existing in universities, colleges and research institutes with basic 
government funding from the Research Council of Norway and publishes them (302). In 
addition, since 2007 the Nordic Institute for Studies in Innovation, Research and Education 
has collected and published statistics on immigrants and descendants of immigrants in 
Norwegian research and higher education institutions (303). 

 

(295) https://www.lnvh.nl/monitor2021/EN.html. 
(296) https://www.crui.it/tematiche-di-genere.html. 
(297) See the information for Italy in the GEAR tool at https://eige.europa.eu/gender-

mainstreaming/toolkits/gear/legislative-policy-backgrounds/italy. 
(298) https://observatoire.frs-fnrs.be/publications.html. 
(299) https://epluse.ceec.bg/wp-content/uploads/2018/09/20170910-06.pdf. 
(300) https://e-seimas.lrs.lt/portal/legalAct/lt/TAD/7141ebc0907011e48028e9b85331c55d/asr. 
(301) See the information for Lithuania in the GEAR tool at https://eige.europa.eu/gender-

mainstreaming/toolkits/gear/legislative-policy-backgrounds/lithuania. 
(302) https://kifinfo.no/nb/content/handlingsplaner-likestilling. 
(303) https://www.nifu.no/publikasjoner/the-proportion-of-immigrants-in-norwegian-academia-continues-to-grow/. 
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In Bosnia and Herzegovina, the Law on Gender Equality, adopted in 2003 and amended in 
2009, provides a framework for an institutional mechanism for gender equality, the Agency 
for Gender Equality at the state level and gender centres at the entity level that monitors the 
implementation of the law, allowing the measurement of key progress on gender equality 
policy within the R&I sector, among others (304). The 2018–2022 GAP of Bosnia and 
Herzegovina (305) introduces measures including regular monitoring and reporting on the 
progress of institutions and regular evaluation of the representation of women. 

In the United Kingdom, under the PSED, public authorities are required to regularly publish 
data on the progress they have made on gender equality. The data can be evaluated at any 
point in time at the national level (306). Nonetheless, the time point varies across countries, 
and each country has different duties. For example, in Scotland ministers have the power to 
complement the PSED by developing additional duties for certain Scottish public 
authorities (307). Moreover, the government, as part of the roadmap ‘Gender equality at every 
stage: A roadmap for change’, developed the Gender Equality Monitor (GEM) (308). This 
report contributes to monitoring gender equality in the United Kingdom. It pays particular 
attention to five core areas: economic participation and progression, attitudes and leadership, 
education and skills, crime and justice, and health and well-being (309). In addition, the Higher 
Education Statistics Agency publishes an annual report on higher education staff 
statistics (310), which provides details of staff employment in UK higher education, including 
data on gender. 

5.4 Main findings on key indicators of progress in achieving gender 
equality in research and innovation 

The examples provided on national frameworks and initiatives for monitoring gender equality 
in R&I demonstrate the involvement of key stakeholders in data collection. Among these 
stakeholders, public institutions and national governments that prioritise gender equality 
through legislative measures are the most commonly engaged actors. Such examples 
include the mandatory PAPs for public research organisations and universities in Italy (as 
provided in national government legislation). Another relevant group of stakeholders in the 
development of monitoring frameworks are significant R&I organisations or funds. These 
include the FWF (a national fund), which runs the Equal Opportunity Monitoring initiative to 
increase the participation of women researchers in Austria. The lack of a comprehensive 
monitoring and evaluation framework and the involvement of various stakeholders contribute 
to a general lack of data systematisation at the national level. This leads to challenges in 
comparing data within and across countries. In addition, the absence of standardised 
monitoring and evaluation approaches remains an ongoing concern. While some reports 
provide valuable information and insights, there is often a shortage of evaluation reports that 
fully document the data and information collected. 

 

(304) Information extracted from interviews. 
(305) https://arsBA.gov.ba/wp-content/uploads/2019/02/GAP-BA-2018-2022_ENG.pdf. 
(306) Information extracted from interviews. 
(307) https://www.gov.scot/publications/public-sector-equality-duty-scotland-consultation/pages/3/. 
(308)

 https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/814080/G
EO_GEEE_Strategy_Gender_Equality_Monitor_tagged.pdf. 

(309)
 https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/814080/G
EO_GEEE_Strategy_Gender_Equality_Monitor_tagged.pdf. 

(310) https://www.hesa.ac.uk/news/19-01-2021/sb259-higher-education-staff-statistics. 

https://arsbih.gov.ba/wp-content/uploads/2019/02/GAP-BIH-2018-2022_ENG.pdf
https://www.gov.scot/publications/public-sector-equality-duty-scotland-consultation/pages/3/
https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/814080/GEO_GEEE_Strategy_Gender_Equality_Monitor_tagged.pdf
https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/814080/GEO_GEEE_Strategy_Gender_Equality_Monitor_tagged.pdf
https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/814080/GEO_GEEE_Strategy_Gender_Equality_Monitor_tagged.pdf
https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/814080/GEO_GEEE_Strategy_Gender_Equality_Monitor_tagged.pdf
https://www.hesa.ac.uk/news/19-01-2021/sb259-higher-education-staff-statistics
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This lack of data and evaluation becomes even more salient when measuring GEP 
implementation. Policy brief 2, on monitoring and evaluating the implementation of the GEP 
eligibility criterion in Horizon Europe, identifies and suggests key indicators that could be 
used to monitor and evaluate progress in GEP implementation. The indicators proposed 
cover not only the four requirements set out by Horizon Europe, but also the five 
recommended thematic areas. Within the five recommended areas, gender in research and 
teaching content and gender-based violence, including sexual harassment, have been 
evidenced as the most challenging fields to collect and monitor data from. Therefore, 
particular attention should be given to these areas. Owing to the lack of data collected at the 
EU and national levels on GEP implementation, this policy brief includes potential sources of 
information for its monitoring. A key source of information is derived from the self-declarations 
made by Horizon Europe applicants at the proposal submission stage, which will be assessed 
through random compliance checks. These declarations take the form of responses to online 
questionnaires filled out by the organisations to declare their coverage of the various 
requirements and thematic areas of GEPs. The compliance checks will allow key conclusions 
on the progress achieved and key gaps in GEP implementation to be derived in large samples 
of beneficiaries. 

The main conclusions derived from this policy brief include the need for a shared approach 
by Member States to adopt a common set of indicators for monitoring GEP 
implementation, focusing on the mandatory GEP requirements. Similarly, efforts are 
required to enhance the development of data collection methods, particularly for collecting 
data on intersectionality, sexual harassment and gender-based violence. Another core 
conclusion refers to the need and usefulness of conducting compliance checks on the 
self-declarations made by Horizon Europe beneficiaries regarding GEP implementation. The 
European Commission already plans to conduct annual compliance checks, following a pilot 
compliance check, and the checks will help to effectively measure GEP implementation and 
progress over time. 

In view of the need to further focus research and analysis on intersectionality within gender 

equality, policy brief 3 was developed on measuring progress at the EU and national levels 

on inclusive GEPs and policies. According to EIGE, intersectionality refers to the ‘ways in 

which sex and gender intersect with other personal characteristics/identities, and how these 

intersections contribute to unique experiences of discrimination’ (311). Among other 

characteristics, discrimination persists in relation to age, ethnicity, race, disability, sexual 

orientation and socioeconomic status. Although collecting intersectional data has been 

defined as crucial to monitor progress towards achieving gender equality by the ERAC SWG 

GRI (312), collecting intersectional data becomes highly challenging. This is partly due to the 

historical lack of focus on intersectionality, which has resulted in a long-standing gap in 

intersectional data between gender and other individual characteristics. Moreover, the 

existing strict data protection laws impede the collection of data on race and ethnicity in many 

countries (313). Consequently, there is significant variation across Member States in the 

progress made towards advancing intersectionality. For instance, the national context in 

Poland and the legislation in place in Norway hinder data collection on sexual identity and 

religion, among other characteristics. In addition, data collection on intersectionality faces an 

 

(311) EIGE (n.d.), ‘Intersectionality’ (https://eige.europa.eu/thesaurus/terms/1263). 
(312) ERAC SWG GRI (2021), Gender Equality Plans as a Catalyst for Change, Brussels 

(https://data.consilium.europa.eu/doc/document/ST-1202-2021-INIT/en/pdf). 
(313) European Commission, DG Research and Innovation (2022), Approaches to inclusive gender equality in 

research and innovation (R&I), Publications Office of the European Union, Luxembourg 
(https://data.europa.eu/doi/10.2777/004694). 

https://eige.europa.eu/thesaurus/terms/1263
https://data.consilium.europa.eu/doc/document/ST-1202-2021-INIT/en/pdf
https://data.europa.eu/doi/10.2777/004694
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additional constraint: people’s willingness to disclose personal data. Even though data 

collection ensures anonymity, people are reluctant to share sensitive information (314). 

In addition, other constraints on detecting inclusive GEPs relate to the early stages of 
implementation and the lack of a common definition. Despite the growing importance placed 
on intersectionality, understood as the interrelationship between gender discrimination and 
other forms of discrimination, the concept of an ‘inclusive’ GEP is broad and requires a 
shared and agreed definition to enable the effective monitoring of its implementation. 
Therefore, work conducted by projects funded by Horizon Europe – such as Inspire (315), 
intended to be a think tank on inclusive GEPs and policies in R&I – will be crucial to contribute 
to the existing literature and research on the topic in view of achieving a common concept of 
inclusive GEPs. 

Indicators to measure progress at the EU and national levels on inclusive GEPs and policies 
should focus on the organisational and national levels. They should try to assess whether 
organisations actually collect data, and if they consider other grounds of discrimination, 
through both quantitative and qualitative indicators. This will allow the assessment of whether 
R&I organisations consider intersectionality and, consequently, the understanding of the 
progress in the adoption of an intersectional approach across countries. Moreover, if 
possible, data disaggregated by intersecting characteristics should be collected and 
monitored. This will allow countries to determine the areas in which discrimination is taking 
place and track progress towards achieving equality. 

Other crucial dimensions of gender equality that face the same lack of available and reliable 
data are sexual harassment and, more broadly, gender-based violence. These types of 
discrimination against women pose severe challenges, as evidenced by the UniSAFE 
project (316). As a result of the lack of accountability, and victims’ lack of trust in the existing 
mechanisms and tools, women are reluctant to report any incidents of sexual harassment or 
violence. However, in other cases there is a lack of protocols or bodies established to deal 
with these reports. This reduces the availability of reliable data to monitor progress in the 
area. 

Examples of indicators of progress at the EU and national levels on inclusive GEPs and 
policies suggested in policy brief 3 are presented in Table 3.  

 

(314) UN Women (2022), Intersectionality Resource Guide and Toolkit: An intersectional approach to leave no one 
behind (https://www.unwomen.org/sites/default/files/2022-02/Intersectionality-resource-guide-and-toolkit-large-
print-en.pdf). 

(315) https://cordis.europa.eu/project/id/101058537; https://www.inspirequality.eu/  
(316) Humbert, A. L., Ovesen, N., Simonsson, A., Strid, S., Hearn, J., Huck, A., Andreska, Z., Linková, M., Pilinkaitė 

Sotirovič, V., Blažytė, G. and Pereira, B. (2022), ‘Report on the multi-level analysis and integrated dataset’, 
Deliverable No 6.1 (https://zenodo.org/record/7540229#.ZB10ofbMLjo). 

https://www.unwomen.org/sites/default/files/2022-02/Intersectionality-resource-guide-and-toolkit-large-print-en.pdf
https://www.unwomen.org/sites/default/files/2022-02/Intersectionality-resource-guide-and-toolkit-large-print-en.pdf
https://cordis.europa.eu/project/id/101058537
https://www.inspirequality.eu/
https://zenodo.org/record/7540229#.ZB10ofbMLjo
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Table 3. Examples of indicators 

Indicator Definition Data 
source 

Composite indicator on 

intersectionality in 

GEPs 

This indicator measures the prevalence of 

inclusive GEPs based on the criteria fulfilled, 

including the following. 

• Other grounds of discrimination are included 
in the objectives of GEPs in addition and 
related to gender. 

• Data are collected on other grounds of 
discrimination intersecting with gender. 

• Measures aimed at tackling other grounds of 
discrimination are included within those 
aimed at gender. 

• Analysis and evaluation consider other 
grounds of discrimination alongside gender. 

New indicator, 

currently not 

collected 

Doctoral degrees, by 

age, subject area and 

gender 

This indicator accounts not only for gender 

differences, but also for other grounds of 

discrimination (e.g. age). 

National statistics 

institutes such as 

Statistics 

Norway (*) 

Number of academic 

staff by sex, disability 

and ethnicity 

This indicator measures disability among 

academic staff. Disability is a personal 

characteristic subject to inequality and 

discrimination. Therefore, its monitoring is a way 

to include intersectionality in the ERA 

Scoreboard. 

National statistics 

institutes such as 

the United 

Kingdom’s Higher 

Education 

Statistics 

Agency (**) 

Number of countries 

with specific legislation 

or policy on sexual 

harassment or gender-

based violence in 

universities and RPOs 

Understanding the national policies on gender-

based violence targeting universities, research 

institutes and RFOs, and policies adopted by 

RFOs, is key to measuring gender equality 

progress in the ERA. 

Collected in 

Unisafe (***) 

(*) https://www.ssb.no/en/statbank/table/13523/. 
(**) https://www.hesa.ac.uk/news/01-02-2022/sb261-higher-education-staff-statistics. 
(***) https://unisafe-gbv.eu/national-reports/. 

Table 3 provides a snapshot of some of the suggested indicators. The main sources of data 
are national statistics institutes and EU projects, such as UniSAFE. Owing to the national 
contexts and legislation previously mentioned, some of the indicators are currently being 
collected only in a few countries but could serve as an example to be used in other Member 
States. Similarly, other indicators are new, and hence are not yet being collected; Member 
States are encouraged to collect these. 

https://www.ssb.no/en/statbank/table/13523/
https://www.hesa.ac.uk/news/01-02-2022/sb261-higher-education-staff-statistics
https://unisafe-gbv.eu/national-reports/
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In addition to the policy briefs mentioned in this section, a number of the case studies include 
further examples of useful indicators that are collected at the institutional level. For example, 
case study 1 includes a section on indicators used by EU-funded FP7 and Horizon 2020 
projects to measure the state of play and progress in gender equality in the new ERA. Case 
studies 2 and 3 include sections on useful indicators to measure progress towards achieving 
gender equality in R&I, for which data are being collected in some eastern European and 
Mediterranean countries in the EU-15, respectively. Lastly, case study 5 discusses 
monitoring and evaluation frameworks used in STEM-focused research institutions to assess 
gender representation, both within their institutions and nationally. 

Overall, countries have different monitoring systems that collect data on gender equality in 
the field of R&I. Consequently, data are not harmonised or standardised across countries, 
hampering their comparability, particularly in the area of GEP implementation. Therefore, a 
key recommendation for EU and national policymakers is to adopt a common set of 
indicators and monitoring approach to measure GEP implementation across countries, 
allowing the measurement of differences across countries. Furthermore, in view of the lack 
of data on certain areas – mainly intersectionality and gender-based violence, including 
sexual harassment, but also the gender dimension of teaching content – decision-makers are 
encouraged to further promote data collection in these fields in the national context. 
Consequently, the roles of national statistics institutes and EU-funded projects on data 
collection are crucial. 

The study has evidenced the limited collection of data regarding GEP implementation, 
demonstrating the need for a monitoring system with well-defined and standardised 
indicators. Carrying out compliance checks on Horizon Europe beneficiaries’ self-
declarations, using indicators covering the mandatory requirements, will provide useful 
evidence and insights into GEP implementation over time. 
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6. Key factors that enable the effective implementation of gender 
equality plans in research-performing organisations and 
research-funding organisations 

Evidence emerging from research in recent years (317) points to several key factors that 
enable the effective implementation of GEPs, at the national and institutional levels, in RFOs 
and RPOs. The existing literature focuses mainly on discussing challenges that RPOs face. 
RFOs, however, do not only provide funding to other institutions and organisations. Their role 
in R&I has been changing in recent years. In this transformative context, their role in 
addressing gender imbalances in R&I has also gained more prominence. RFOs have started 
to implement their own GEPs and, based on them, promote gender equality through their 
funding structures, requirements and eligibility criteria. This contributes to their role in 
effectively promoting the uptake of gender equality principles in other 
institutions/organisations and driving change, but also directly supports raising awareness of, 
and reducing, gender and diversity biases and discrimination in their own organisations. 

6.1 Success factors at the national and EU levels 

At the national level, the research in this report identifies several key factors that contribute 
to the effective implementation of GEPs, outlined below. 

A well-developed legal and policy framework provides a set of favourable conditions that 
support GEP implementation in R&I organisations and offer legal and symbolic legitimacy for 
strategies to improve gender equality. However, it should be noted that the existence of a 
comprehensive legal setting supporting GEPs does not, on its own, guarantee their effective 
implementation (318), even though it undoubtedly supports the process (319). 

Relevant policies and laws contribute to GEP implementation by legitimising GEP-related 
actions or activities at the institutional level, by highlighting the importance of gender equality 
to society overall, and R&I in particular. By 2016, GEPs were included in binding legal 
provisions in only eight countries in the EU (Austria, Finland, Germany, Hungary, Italy, Spain, 
Sweden and the United Kingdom) (320). Since then, their number has grown: by 2021, there 
were requirements at the national level (established by laws or policies) to adopt GEPs for 
public and private HEIs, RFOs, the public sector and private companies in four Member 
States (Denmark, Germany, Finland and Sweden) and two associated countries (Iceland and 
Norway). In addition, in nine Member States (Denmark, Germany, Ireland, Spain, France, 
Austria, Portugal, Finland and Sweden) and four associated countries (Iceland, Israel, 
Norway and Switzerland) there was a GEP requirement instituted at the national level 
specifically for HEIs (321). 

 

(317) Two of the key sources include ERAC SWG GRI (2021), Gender Equality Plans as a Catalyst for Change, 
Brussels, p. 6 (https://data.consilium.europa.eu/doc/document/ST-1202-2021-INIT/en/pdf); and EIGE (2016), 
‘Integrating gender equality into research and higher education institutions: Analytical paper’, p. 33 
(https://eige.europa.eu/sites/default/files/analytical_paper_0.pdf). 

(318) ERAC SWG GRI (2021), Gender Equality Plans as a Catalyst for Change, Brussels, p. 6 
(https://data.consilium.europa.eu/doc/document/ST-1202-2021-INIT/en/pdf). 

(319) EIGE (2016), ‘Integrating gender equality into research and higher education institutions: Analytical paper’, 
p. 33 (https://eige.europa.eu/sites/default/files/analytical_paper_0.pdf). 

(320) Ibid., p. 37. 
(321) ERAC SWG GRI (2021), Gender Equality Plans as a Catalyst for Change, Brussels, p. 11 

(https://data.consilium.europa.eu/doc/document/ST-1202-2021-INIT/en/pdf). 

https://data.consilium.europa.eu/doc/document/ST-1202-2021-INIT/en/pdf
https://eige.europa.eu/sites/default/files/analytical_paper_0.pdf
https://data.consilium.europa.eu/doc/document/ST-1202-2021-INIT/en/pdf
https://eige.europa.eu/sites/default/files/analytical_paper_0.pdf
https://data.consilium.europa.eu/doc/document/ST-1202-2021-INIT/en/pdf
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The number of GEP requirements at the national level is set to increase further in the future, 
due to EU-level and national developments promoting the uptake of GEPs (the most notable 
initiative being the introduction of the mandatory GEP eligibility criterion for Horizon Europe 
funding). In the countries where there is no national GEP requirement, some RPOs have 
implemented GEPs following their participation in projects funded by Horizon Europe, or as 
a result of other factors. 

Most of the respondents (62 %) to the online survey agreed that key legislation and/or policies 
at the national level supported the development and implementation of a GEP in their 
organisation (Figure 1). 

Figure 1. Share of respondents by agreement that national legislation and/or policies 
supported GEP development and implementation (n = 191) 

Source: Survey on GEPs in R&I organisations implemented from 18 August to 30 September 2022. 

 

Some respondents to the online survey emphasised that national legislation and policies are 
the key incentive to act – that is, to develop and implement GEPs – especially when they are 
supported by dedicated funds. The desk research conducted for this study revealed the 
following examples. 

Swiss labour law includes a Gender Equality Act, and the Higher Education Act incorporates 
equality between women and men as a principal value in higher education. 

German state law states that unless a GEP is published by an institution within a set time 
frame, all hiring processes need to be put on hold. This is identified as an important incentive 
for organisations to act in a timely manner. 

Under Spanish legislation, it is mandatory for any company with more than 50 employees 
to have a GEP. Moreover, the science and innovation national and regional strategies include 
gender equality as key elements, which allows organisations to dedicate specific human and 
economic resources to the implementation of their GEP. 

In Greece, all Greek universities are obliged to implement Law 4589/2019 (Article 33), which 
provides for the establishment of gender equality committees at all Greek universities and is 
a prerequisite to develop and implement GEPs. 

In Portugal, the national action plan for equality between men and women, and previously 
the national plans for gender equality, citizenship and non-discrimination were devised. The 
2018–2030 national strategy for equality and non-discrimination was identified as the current 
priority by a respondent. 

In Portugal, a blended intensive programme on gender equality and diversity, in which 
experts from national and international institutions participated, allowed for the exchange of 
good practices, new learning and possibilities for future cooperation. 
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In addition, some organisations provided further detailed information in the online survey 
conducted for the purposes of this study about EU and national policies that facilitated GEP 
set-up. 

Since 2004, Austrian legislation has provided, according to survey respondents, that a GEP 
must be developed. Since 2018 an equal opportunities plan covering other dimensions of 
diversity has been in place. Furthermore, the Austrian Ministry for Climate Action, 
Environment, Energy, Mobility, Innovation and Technology provides basic funding and 
assesses the progress towards achieving gender equality in RPOs with a focus on STEM in 
its yearly reviews. 

In Germany, the State Higher Education Act requires that HEIs prepare a GEP, while the 
Equal Opportunities Act of North Rhine-Westphalia, according to a respondent, has 
stipulated the creation of GEPs, originally called women’s equality plans, since 1999. These 
plans must be updated, evaluated and publicly published every 3 to 5 years. 

In Norway, the Research Council of Norway developed the programme on gender balance 
in senior positions and research management (Balanse), which supported research 
institutions in their effort to improve gender balance in Norwegian research. Since 2004, the 
Ministry of Education and Research has had a committee dedicated to gender balance and 
diversity in research (the KIF), which supports and issues recommendations on measures 
that could help to mainstream gender equality and diversity efforts in university and university 
colleges, and research institutes. The committee thereby helps to increase diversity among 
staff and in the research itself. The ministry disseminates annual letters to the HES stating 
that the ministry expects institutions to work actively to promote equal career opportunities 
for women and men in Norwegian academia and to ensure greater diversity. 

The online survey also emphasised that to ensure sustainability on the issue of gender 
equality, organisations should harmonise their work with the national strategy and with other, 
international contexts. The survey respondents identified the following EU policy 
requirements as driving factors for GEP set-up: 

• the European Convention on Human Rights, 

• the EU Charter of Fundamental Rights, 

• the sustainable development goal (SDG) 5 targets. 

A robust and well-developed legal and policy framework enabling the creation and 
implementation of GEPs supports gender equality actions in R&I institutions and 
organisations. However, the risk of unintended effects also needs to be considered, as 
a comprehensive framework may either give the impression that enough is being done 
already (so no further actions are needed) or provoke resistance to implementing measures 
that may go beyond the formal fulfilment of legal requirements (322). Equally, resistance to 
gender equality may be higher in some countries than in others because of cultural 
barriers (323). 

 

(322) EIGE (2016), ‘Integrating gender equality into research and higher education institutions: Analytical paper’, 
p. 33 (https://eige.europa.eu/sites/default/files/analytical_paper_0.pdf). 

(323) ERAC SWG GRI (2021), Gender Equality Plans as a Catalyst for Change, Brussels, p. 24 
(https://data.consilium.europa.eu/doc/document/ST-1202-2021-INIT/en/pdf). 

https://eige.europa.eu/sites/default/files/analytical_paper_0.pdf
https://data.consilium.europa.eu/doc/document/ST-1202-2021-INIT/en/pdf
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Notwithstanding the positive impact of a well-developed legislative framework at the national 
level, GEP implementation can and does occur in its absence, albeit not in a systematic 
manner. Learnings from the GEP-implementing TARGET project (324) funded by Horizon 
2020 show that institutions can be drivers of structural change from the bottom up in 
the absence of a well-developed policy and legislative framework, if key conditions such 
as leadership and staff motivation, sufficient resources and gender expertise are 
available (325). In addition, unexpected drivers (e.g. a case of sexual harassment) can act as 
a catalyst for policy changes at the institutional level and complement GEP actions (326). The 
possible risk related to such an approach is that it may be dependent on individual willingness 
and expertise, which may not be continuous if there are changes in leadership or staff and 
there are no entrenched institutional structures to support the process in the absence of a 
specific and key individual driving it. 

One of the dimensions of a policy framework that promotes the inclusion of the gender 
dimension in R&I (i.e. the integration of sex and gender analysis into R&I content) is its 
incorporation as a criterion for the assessment of research proposals submitted to 
RFOs, alongside a requirement for gender balance in proposed research teams. This is 
highlighted by the GEP-implementing project SUPERA (327), funded by Horizon 2020. This 
type of incentive can motivate R&I institutions and organisations to implement gender 
considerations in their research and can act as an additional catalyst for such considerations 
at the national level. For instance, the Academy of Finland’s equality and non-discrimination 
plan (2019–2020) (328) sets out criteria for research funding awards, which include supporting 
young people’s and women’s careers in research, encouraging gender equality in science 
and research, and promoting non-discrimination and the role of women in innovation. This 
approach has been implemented since the 1980s and continues to be a high priority for the 
academy. In 2008, the DFG set up Research-Oriented Equity and Diversity Standards (329), 
establishing criteria for sustainable gender equality and diversity in the R&I setting. These 
standards are essential for grant approval and have resulted in universities and research 
institutions creating gender equality actions to ensure their compliance. 

More recent examples of learning supported by participation in EU-funded projects 
supporting GEPs indicate that such activities help RFOs in further developing their approach 
to including gender considerations in their criteria for evaluating research proposals (330). This 
is the case for the Technology Agency of the Czech Republic (TA CR), which participated in 
the GEECCO project (331). The FWF’s (332) strategy for gender equality and diversity of 
researchers (2021–2023) establishes standards for RPOs but also proposes internal actions, 

 

(324) http://www.targetproject.eu/. 
(325) R-I Peers (2021), ‘Learning from bottom-up and top-down experiences of GEP implementation in universities’, 

Gender Equality Plans as Change Maker: Successful practices for sustainability, 9 December, virtual 
conference (http://ripeers.eu/wp-content/uploads/2021/11/5_TARGET-Project.pdf). 

(326) Ibid. 
(327) Dvořáčková, J. (2022), ‘Sustainability of GEPs and networks in research funding organisations’, SUPERA Final 

Conference, 25 March, Madrid (https://www.slideshare.net/SUPERAproject/sustainability-of-geps-and-
networks-in-research-funding-organisations-251506736). 

(328) https://www.aka.fi/globalassets/1-tutkimusrahoitus/5-vastuullinen-tiede/academy-of-finland-equality-and-non-
discrimination-plan.pdf. 

(329)
 https://www.dfg.de/en/research_funding/principles_dfg_funding/equal_opportunities/general_information/res
earch_oriented/. 

(330) Dvořáčková, J. (2022), ‘Sustainability of GEPs and networks in research funding organisations’, SUPERA Final 
Conference, 25 March, Madrid (https://www.slideshare.net/SUPERAproject/sustainability-of-geps-and-
networks-in-research-funding-organisations-251506736). 

(331) https://cordis.europa.eu/project/id/741128. 
(332) Participants in ERA-LEARN, funded as a coordination and support action by Horizon 2020. 

http://www.targetproject.eu/
http://ripeers.eu/wp-content/uploads/2021/11/5_TARGET-Project.pdf
https://www.slideshare.net/SUPERAproject/sustainability-of-geps-and-networks-in-research-funding-organisations-251506736
https://www.slideshare.net/SUPERAproject/sustainability-of-geps-and-networks-in-research-funding-organisations-251506736
https://www.aka.fi/globalassets/1-tutkimusrahoitus/5-vastuullinen-tiede/academy-of-finland-equality-and-non-discrimination-plan.pdf
https://www.aka.fi/globalassets/1-tutkimusrahoitus/5-vastuullinen-tiede/academy-of-finland-equality-and-non-discrimination-plan.pdf
https://www.dfg.de/en/research_funding/principles_dfg_funding/equal_opportunities/general_information/research_oriented/
https://www.dfg.de/en/research_funding/principles_dfg_funding/equal_opportunities/general_information/research_oriented/
https://www.slideshare.net/SUPERAproject/sustainability-of-geps-and-networks-in-research-funding-organisations-251506736
https://www.slideshare.net/SUPERAproject/sustainability-of-geps-and-networks-in-research-funding-organisations-251506736
https://cordis.europa.eu/project/id/741128
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aiming to contribute to a holistic approach to achieving gender equality in research (333). The 
key external actions proposed by the strategy are related to enhancing the number of 
applications for grants from women researchers, while internal actions aim to support under-
represented individuals in decision-making processes and gender budgeting. The strategy is 
aligned with the 2030 Austrian research, technology and innovation strategy. 

Policy dialogue, coordination and consensus lead to a shared and accepted definition 
of GEPs and their requirements. Available evidence indicates that actions at the EU level 
related to providing a definition and building blocks of GEPs in the context of the eligibility 
criterion in Horizon Europe have supported the development and implementation of GEPs in 
a wide range of institutions and organisations. Policy consensus at the EU level around a 
Europe-wide framework to support gender equality in R&I through GEPs (as concrete 
instruments with a shared definition and building blocks to achieve substantive change) guide 
efforts and developments at the national level consistently (including in private RPOs). 
Trickling down to the national level, a shared definition of GEPs can be mirrored in national 
legal or policy frameworks, to ensure coherence in the design and implementation of various 
provisions related to gender quality in R&I institutions and organisations. 

A multilevel and multistakeholder approach involving cooperation and coordination has the 
advantage that different levels reinforce each other, for example the EU and the national 
levels (334). This type of approach is currently in place in the form of the ERA Forum, where 
the European Commission and Member States, together with key EU-level umbrella 
associations, cooperate in the implementation of the new ERA policy agenda and its priority 
areas (335). Political will to drive progress towards the gender equality priorities is critical. In 
contexts where the discourse related to gender is seen unfavourably and instrumentalised 
for political gains, it can become a controversial topic with ideological undertones and divide 
stakeholders rather than promote cooperation between them. 

Policy exchange and mutual learning are also required for the successful implementation 
of GEPs. In order to ensure cross-EU policy coordination and consensus, a structure that 
supports knowledge development, mutual learning, the exchange of good practices, 
awareness raising and capacity building is one of the key enabling factors for the effective 
implementation of GEPs. The ERA Forum – and its dedicated subgroup on inclusive gender 
equality in the ERA, put in place in March 2023 to help implement action 5 of the ERA’s 2022–
2024 policy agenda – is one positive example of how to co-design and implement relevant 
measures that support gender equality, among other priority areas. Mutual learning events, 
training sessions and workshops, good practice guides and opportunities for formal and 
informal exchanges enable the collection and sharing of information about the success 
factors for and barriers to effective GEP implementation in various institutional, legal and 
cultural settings and can provide strategic steering in the process. 

Previous research shows that the European Commission plays a critical role in informing 
stakeholders about GEP requirements for Horizon Europe and supporting capacity building 
and expertise development at the national and institutional levels through mutual learning 
mechanisms and training activities (336). Exposure to information about GEP development 
and implementation and concrete illustrations of benefits for institutions, organisations and 
individuals engages stakeholders and provides strong incentives for action. For examples of 

 

(333) https://www.fwf.ac.at/en/about-the-fwf/gender-issues/strategy-gender-equality-diversity. 
(334) Interview with a representative of an RPO in Norway, conducted in 2022. 
(335) European Commission (n.d.), ‘European Research Area (ERA)’ (https://research-and-

innovation.ec.europa.eu/strategy/strategy-2020-2024/our-digital-future/european-research-area_en). 
(336) ERAC SWG GRI (2021), Gender Equality Plans as a Catalyst for Change, Brussels, p. 32 

(https://data.consilium.europa.eu/doc/document/ST-1202-2021-INIT/en/pdf). 

https://www.fwf.ac.at/en/about-the-fwf/gender-issues/strategy-gender-equality-diversity
https://research-and-innovation.ec.europa.eu/strategy/strategy-2020-2024/our-digital-future/european-research-area_en
https://research-and-innovation.ec.europa.eu/strategy/strategy-2020-2024/our-digital-future/european-research-area_en
https://data.consilium.europa.eu/doc/document/ST-1202-2021-INIT/en/pdf
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activities that have supported institutional change through GEPs in R&I organisations, see 
Box 3. Another example is the Inspire project, funded by Horizon Europe. The project aims 
to set up four knowledge and support hubs to develop knowledge on sustaining change in 
ensuring inclusive gender equality and thereby broaden participation and intersectionality, 
including in the private sector. The hubs will support 12 CoPs to facilitate inclusive GEP 
implementation and enable the provision of mutual support for training and pan-European 
data collection (337). It is critical that these initiatives are sustained at the EU and national 
levels beyond the duration of a single project or funding cycle, to provide ongoing spaces 
where R&I stakeholders and institutions can interact and exchange knowledge, practices, 
challenges and solutions. 

Box 3. Pilot activities for a European knowledge and support facility for fostering 
institutional change through GEPs in R&I organisations 

Ecorys supported the European Commission’s DG Research and Innovation in helping 
R&I organisations comply with the new eligibility criterion introduced in Horizon Europe to 
foster institutional change through GEPs. 

To support R&I organisations, a series of activities were organised, including online 
training sessions targeting organisations from Member States and associated countries 
less advanced in the uptake of GEPs. The training sessions were designed to give a 
thorough overview of the mandatory and recommended building blocks of a GEP and allow 
participants to ask questions and discuss challenges and success factors. The sessions 
also included presentations from national organisations involved in GEP development. 

The main objectives of these training and exchange activities were mutual learning; 
sharing of best practices and peer mentoring between institutions that have GEPs and 
those less advanced in their development; and discussion of the main success factors and 
barriers to developing and implementing GEPs in R&I institutions. 

 

The availability of a broader set of resources and infrastructure that support the 
effective implementation of GEPs at the institutional, national and EU levels is 
important. The implementation of GEPs benefits from funding and ensuring that their targets 
and objectives are met. This often calls for sustainable financial and human resources (e.g. 
ensuring adequate childcare facilities or wage compensation programmes, providing 
fellowships, implementing GEP measures and conducting capacity-building, training, 
communication and mutual learning activities) (338). This becomes even more important if 
GEPs are truly inclusive (with actions and measures targeting intersectional inequalities), 
calling for the adjustment of infrastructure and supporting facilities. GEP implementation also 
benefits from specific resources for training for all staff at all levels on gender equality, codes 
of conduct and gender mainstreaming tools and monitoring, to ensure gender equality in the 
internal functioning of institutions (339). 

Alongside financial resources, human resources that are equipped to implement and monitor 
the implementation of various GEP measures are critical, as is gender expertise, and a clearly 

 

(337) https://www.inspirequality.eu/knowledge. 
(338) EIGE (2016), ‘Integrating gender equality into research and higher education institutions: Analytical paper’, 

p. 33 (https://eige.europa.eu/sites/default/files/analytical_paper_0.pdf). 
(339) Interview with an MEP, conducted in 2022. 

https://www.inspirequality.eu/knowledge
https://eige.europa.eu/sites/default/files/analytical_paper_0.pdf
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communicated and reiterated long-lasting commitment from top leadership (340). This body of 
resources supports GEP implementation and its effects in the long term if the GEP becomes 
institutionalised, with embedded support structures that are independent of changes in 
leadership or variations in funding mechanisms/instruments. Alongside institutional- and 
national-level funding to support GEP implementation, EU-level funding (e.g. through FP7, 
Horizon 2020 and Horizon Europe) is seen as a significant factor in advancing gender 
equality work (341). Stakeholder consultations indicate that one strategy for securing buy-in 
from institutional leadership and resources to implement gender equality actions (including 
GEPs) is to place the actions within the broader framework of the United Nations SDGs (342) – 
specifically SDG 5, aimed at achieving gender equality and empowering all women and 
girls (343). 

The online survey conducted for this study confirms the importance of various types of 
financial and non-financial resources for the effective implementation of GEPs. Some 87 % 
of organisations that responded dedicated human resources to implementation, while fewer 
than half of respondents dedicated financial and other resources as well (49 % and 8 % 
respectively). As for human resources, in most organisations (42 %) up to 1 full-time 
equivalent (FTE) is spent on the implementation of the current GEP (see Figure 2). Although 
some respondents (41 %) did not provide the approximate annual budget allocated to GEP 
implementation, among respondent organisations that provided this information (59 %, or 51 
out of 87 respondents) in most cases it varied from EUR 10 000–100 000, as it did for the 
development of the GEP. Other resources mentioned by respondents were institutional 
premises and equipment for training, employees’ time (e.g. spent on training and survey 
participation), and managerial (leadership) support.

 

(340) EIGE (2016), ‘Integrating gender equality into research and higher education institutions: Analytical paper’ 
pp. 32–33 (https://eige.europa.eu/sites/default/files/analytical_paper_0.pdf). 

(341) Interview with a representative of an RPO in Spain, conducted in 2022. 
(342) https://sdgs.un.org/goals/goal5. 
(343) Stakeholder contribution during the online policy workshop conducted in December 2022 as part of this study, 

referring to an R&I institution in Sweden. 

https://eige.europa.eu/sites/default/files/analytical_paper_0.pdf
https://sdgs.un.org/goals/goal5
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Figure 2. People working on GEP implementation (n = 153) 

 
Source: Survey on GEPs in R&I organisations implemented from 18 August to 30 September 2022. 

 

Targeted financing of gender equality activities is another success factor for GEP 
implementation. The new Horizon Europe eligibility criterion has been influential in non-EU 
countries associated with Horizon Europe. For instance, in Bosnia and Herzegovina it has 
supported awareness raising about GEPs. However, stakeholders indicate that, beyond this 
effect, an impact has resulted from the UNIGEM project (344), which is supported by the 
Dzemal Bijedic University of Mostar and the Transcultural Psychosocial Education 
Foundation. The project’s goal is to support gender equality among teachers and students in 
universities in Bosnia and Herzegovina through gender mainstreaming activities such as 
workshops, training sessions, the creation of a gender office and a university council for 
gender equality, and other capacity-building activities to support the effective implementation 
of GEPs (345). 

Furthermore, according to the online survey, most organisations (74 %) did not receive 
external funding for the implementation of their current GEP, and from the ones who did 
(19 %, or 38 respondents) (346), the majority of funding was that of the EU (71 %, or 27 
respondents). National funding was used by 26 % (10 respondents), while regional and 
institutional by 11 % (4 respondents) and 13 % (5 respondents) of organisations, 
respectively. Of the other types of external funding identified, UN Women, the Organisation 
for Security and Co-operation in Europe funding and the programme to support education, 
training, youth and sport in Europe were mentioned by two respondents. 

Pre-existing effective initiatives that display the benefits of GEP implementation in R&I 
institutions and organisations are strong incentives for GEP uptake. Competition for funds, 
talent and prestige can motivate research institutions to actively advance gender equality and 
to promote themselves as champions of equality. This is especially effective when funds are 
available to support the implementation of GEPs or associated measures. Examples of such 
initiatives include Athena SWAN in Ireland and the United Kingdom and the French Charter 
for Gender Equality in Higher Education and Research (2013). Such initiatives support the 

 

(344) https://iro.unmo.ba/news/posts/2022/march/unigem-project-gender-
equality/#:~:text=The%20UNIGEM%20project%20represents%20the,and%20Herzegovina%20and%20the%2
0region. 

(345) Interview with a representative of an RPO in Bosnia and Herzegovina, conducted in 2022. 
(346) Some 7 % of respondents did not know whether external funding was received for GEP implementation. 

https://iro.unmo.ba/news/posts/2022/march/unigem-project-gender-equality/#:~:text=The%20UNIGEM%20project%20represents%20the,and%20Herzegovina%20and%20the%20region
https://iro.unmo.ba/news/posts/2022/march/unigem-project-gender-equality/#:~:text=The%20UNIGEM%20project%20represents%20the,and%20Herzegovina%20and%20the%20region
https://iro.unmo.ba/news/posts/2022/march/unigem-project-gender-equality/#:~:text=The%20UNIGEM%20project%20represents%20the,and%20Herzegovina%20and%20the%20region
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inclusion of gender equality performance as a key component of institutional objectives, and 
collecting evidence of their impact results in support for their continuation and expansion to 
new institutions and organisations. 

The importance of these initiatives is further supported by the results of the online survey, in 
which the respondents identified the following certification schemes as driving factors for GEP 
set-up: 

• the HR Excellence in Research label, associated with the European Commission’s 
human resources strategy for researchers (HRS4R); 

• the Athena SWAN charter. 

6.2 Success factors at the institutional level 

At the institutional level, GEP implementation should be considered in the context of 
overall institutional transformation, including dominant values, structures and power 
relations (347). This is largely reflected in several cross-cutting aspects of the effective 
implementation of GEPs. Key factors that contribute to the effective implementation of GEPs 
are outlined in this section, building on desk research and stakeholder consultations through 
interviews, the online survey and a policy workshop. 

There is evidence that successful GEP implementation is supported by actions that are 
informed by data, designed to be gender neutral, tailored to institutional infrastructural 
conditions and cultural environments, and supported by institutional structures and 
adequate financial resources in the long term. However, due to the limited data available 
at the national and/or institutional level about existing needs, GEPs may not often be based 
on a comprehensive and evidence-driven assessment of the baseline situation preceding 
their adoption. This means that while processes that lead to the drafting of GEPs are lengthy, 
comprehensive and supported by gender expertise, limited data in relation to all or some of 
the dimensions addressed by GEPs can mean that some underlying needs or challenges are 
not addressed (entirely or partially). The role of robust monitoring and evaluation frameworks 
that are set up together with the GEPs and provide meaningful data are therefore critical to 
the success of GEPs and the reduction of gender imbalances. Formative evaluations can 
support the implementation and further development of GEPs and indicate, drawing on the 
data, the main areas in which GEPs are progressing as intended and where adjustments are 
needed at the level of activities, outputs or early results. A well-established feedback loop 
including key stakeholders involved in the process of GEP implementation is essential to the 
success of the process, as it ensures buy-in and engagement at different levels. Sufficient 
and sustainable funding is equally essential to effective GEP implementation. In Ireland, for 
example, grant funding and reporting requirements linked to the HEA and the fact that RFOs 
require the Athena SWAN certification were found to have supported EDI progress and 
gender equality in HEIs in Ireland, by following an approach focuses on facilitating institutional 
change through concrete incentives and requirements (348). 

Engaging different types of stakeholders in GEP implementation is a key factor that 
supports the effectiveness of the process. RPOs are in essence workplaces, and 

 

(347) EIGE (2016), ‘Roadmap to gender equality plans in research and higher education institutions: Success factors 
for promoting gender equality through institutional change’ 
(https://eige.europa.eu/sites/default/files/gear_roadmap_02_successfactors_obstacles.pdf). 

(348) HEA (2022), Gender Equality, p. 34 (https://hea.ie/assets/uploads/2022/03/Report-of-the-Expert-Group-2nd-
HEA-National-Review-of-Gender-Equality-in-Irish-Higher-Education-Institutions.pdf). 

https://eige.europa.eu/sites/default/files/gear_roadmap_02_successfactors_obstacles.pdf
https://hea.ie/assets/uploads/2022/03/Report-of-the-Expert-Group-2nd-HEA-National-Review-of-Gender-Equality-in-Irish-Higher-Education-Institutions.pdf
https://hea.ie/assets/uploads/2022/03/Report-of-the-Expert-Group-2nd-HEA-National-Review-of-Gender-Equality-in-Irish-Higher-Education-Institutions.pdf
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equality/inequality can occur and can be experienced by and impact people at various levels 
of the institution (from the top management to students and support staff) (349). Senior and 
mid-level management support attaches legitimacy to gender equality work, and staff 
(managers, human resources and faculty members) and student participation in planning and 
implementation enables greater ownership of the process and a participatory approach to 
gender equality work (350). Engaging only high-level decision-makers (e.g. university rectors) 
is unlikely to be effective in developing and implementing GEPs sustainably, in the absence 
of the buy-in and commitment of mid-level officials, such as faculty deans and faculty 
members. Equally important is engagement with external stakeholders and networking with 
other institutions to set up CoPs, acquire knowledge and exchange experiences (351). This is 
largely proven through the success of collaborations between the institutions participating in 
GEP-related projects funded by FP7 and Horizon 2020. Another finding is that specific types 
of stakeholders should be engaged, for example men, as champions / active participants in 
the transformational change process and ensuring the support from top-level management 
and key allies (e.g. human resources and equality/diversity offices), to influence gender-
related policy, overcome resistance and act as multipliers (352). 

Dedicated structures responsible for GEP implementation or embedding GEPs into 
existing governance structures should be established. These should be located at the 
appropriate level to effectively support the implementation of gender equality work (353). The 
motivation and expertise of the staff assigned to the implementation of GEPs are important 
elements to consider for the success of the implementation process, as is their awareness 
and understanding of the broader policy, legal and institutional frameworks supporting gender 
equality at the national level. Since the successful functioning of new structures depends 
largely on the human and financial resources assigned to them, adequate budgeting is 
essential. To this end, the funding available through Horizon 2020 projects has supported the 
establishment of gender equality structures in many universities (e.g. the University of 
Cagliari, discussed in Box 4) (354). 

Box 4. Examples of structures supporting gender equality and diversity: University of 
Freiburg and University of Cagliari 

In 2008, the University of Freiburg in Germany established a top-down structure for gender 
and diversity in the form of the Gender and Diversity Office. This was a progression from 
the role of the Equal Opportunities Officer, which had existed since the 1980s. As reported 
by the League of European Research Universities, ‘Freiburg was thus one of the first 
German universities to broaden its understanding of equality, diversity and inclusion and 

 

(349) EIGE (2016), ‘Integrating gender equality into research and higher education institutions: Analytical paper’, 
p. 35 (https://eige.europa.eu/sites/default/files/analytical_paper_0.pdf). 

(350) EIGE (2022), ‘Gender equality plans in academia and research: Success factors and obstacles’ 
(https://eige.europa.eu/publications/gender-equality-plans-academia-and-research-success-factors-and-
obstacles). 

(351) EIGE (n.d.), ‘Success factors for gender equality plan development and implementation’ 
(https://eige.europa.eu/gender-mainstreaming/toolkits/gear/success-factors-realising-gender-equality-plan). 

(352) Bailey, J. and Drew, E. (2020), ‘Change management to initiate and accelerate gender equality’, in Drew, E. 
and Canavan, S. (eds), The Gender-sensitive University: A contradiction in terms?, Routledge, p. 30 
(https://library.oapen.org/bitstream/handle/20.500.12657/39923/?sequence=1#page=142); Cois, E. (2022), 
‘Institutionalisation of gender equality delegate position’, SUPERA Final Conference, 25 March, Madrid 
(https://www.slideshare.net/SUPERAproject/institutionalisation-of-gender-equality-delegate-position). 

(353) EIGE (2016), ‘Roadmap to gender equality plans in research and higher education institutions: Success factors 
for promoting gender equality through institutional change’ 
(https://eige.europa.eu/sites/default/files/gear_roadmap_02_successfactors_obstacles.pdf). 

(354) EIGE (n.d.), ‘Success factors for gender equality plan development and implementation’ 
(https://eige.europa.eu/gender-mainstreaming/toolkits/gear/success-factors-realising-gender-equality-plan). 

https://eige.europa.eu/sites/default/files/analytical_paper_0.pdf
https://eige.europa.eu/publications/gender-equality-plans-academia-and-research-success-factors-and-obstacles
https://eige.europa.eu/publications/gender-equality-plans-academia-and-research-success-factors-and-obstacles
https://eige.europa.eu/gender-mainstreaming/toolkits/gear/success-factors-realising-gender-equality-plan
https://library.oapen.org/bitstream/handle/20.500.12657/39923/?sequence=1#page=142
https://www.slideshare.net/SUPERAproject/institutionalisation-of-gender-equality-delegate-position
https://eige.europa.eu/sites/default/files/gear_roadmap_02_successfactors_obstacles.pdf
https://eige.europa.eu/gender-mainstreaming/toolkits/gear/success-factors-realising-gender-equality-plan
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to take on responsibility for these issues in a top-down way. In 2010, the Rector signed the 
German Diversity Charter to emphasise the University’s commitment. In 2014, the 
rectorate installed a vice-rectorate for research integrity, gender and diversity’ (355). 

An example of EU initiatives that have supported the formation of such gender equality 
structures at the institutional level is the SUPERA project, funded by Horizon 2020. 
Through this project, the University of Cagliari in Italy created the role of the Delegate 
for Gender Equality, to support the implementation of inclusive gender equality work. The 
individual in this role is tasked with coordinating and monitoring GEP actions, aiming to 
increase gender balance in career paths, and teaching and research content (356). The role 
was introduced through a formal university regulation and is dedicated to supporting 
institutional processes aimed at reducing gender imbalances and embedding a gender-
sensitive and inclusive approach across all relevant areas (teaching, research and human 
resources) (357). 

To avoid the risk of fragmentation of how gender equality is addressed and supported in R&I, 
GEPs can be embedded into various overarching policies and structures within 
institutions (e.g. integrated in broader training programmes or lifelong learning schemes). 
Equally, when GEPs align with an institution’s core values and inform the development of 
institutional strategic goals (rather than being just a separate or an additional measure), 
concerted actions are likely to facilitate impact. GEP monitoring tools can become more 
sustainable when integrated into broader routinised procedures conducted at the institutional 
level, but embedding GEPs into institutional cultures is also equally important and potentially 
challenging, owing to factors such as stakeholders’ resistance to change (358). Adjustments 
to these procedures are necessary to support effective implementation and are part of an 
ongoing cycle (359) and a feedback loop that should aim to continuously improve the process 
and its outcomes based on lessons identified/learned and an understanding of what works in 
the specific institutional set-up. Commitment at the institutional level is needed to ensure 
adequate and sustainable resources (financial and expertise) to support GEP 
implementation, including sufficient staff time (360). Stakeholder consultations indicate 
challenges in cases where staff volunteer to support gender equality actions, such as 
activities related to GEP development and implementation, alongside fulfilling their formal job 
requirements, dividing their time between the two. These challenges represent a hindrance 
to effective GEP implementation, as progress depends on the time available to the volunteers 
and there is a risk that activities will be discontinued in the event of staff turnover (361). 
Adequate financial resources are critical to supporting effective GEP development, including 

 

(355) LERU (2019), Equality, Diversity and Inclusion at Universities: The power of a systemic approach, Leuven, 
Belgium (https://www.leru.org/files/LERU-EDI-paper_final.pdf). 

(356) Cois, E. (2022), ‘Institutionalisation of gender equality delegate position’, SUPERA Final Conference, 
25 March, Madrid (https://www.slideshare.net/SUPERAproject/institutionalisation-of-gender-equality-delegate-
position). 

(357) Ibid. 
(358) EIGE (n.d.), ‘Success factors for gender equality plan development and implementation’ 

(https://eige.europa.eu/gender-mainstreaming/toolkits/gear/success-factors-realising-gender-equality-plan). 
(359) Bailey, J. and Drew, E. (2020), ‘Change management to initiate and accelerate gender equality’ in Drew, E. 

and Canavan, S. (eds), The Gender-sensitive University: A contradiction in terms?, Routledge, p. 136 
(https://library.oapen.org/bitstream/handle/20.500.12657/39923/?sequence=1#page=142). 

(360) HEA (2022), Gender Equality, p. 29 (https://hea.ie/assets/uploads/2022/03/Report-of-the-Expert-Group-2nd-
HEA-National-Review-of-Gender-Equality-in-Irish-Higher-Education-Institutions.pdf). 

(361) Stakeholder contribution during the online policy workshop conducted in December 2022 as part of this study, 
about the situation in some R&I institutions in Spain. 

https://www.leru.org/files/LERU-EDI-paper_final.pdf
https://www.slideshare.net/SUPERAproject/institutionalisation-of-gender-equality-delegate-position
https://www.slideshare.net/SUPERAproject/institutionalisation-of-gender-equality-delegate-position
https://eige.europa.eu/gender-mainstreaming/toolkits/gear/success-factors-realising-gender-equality-plan
https://library.oapen.org/bitstream/handle/20.500.12657/39923/?sequence=1#page=142
https://hea.ie/assets/uploads/2022/03/Report-of-the-Expert-Group-2nd-HEA-National-Review-of-Gender-Equality-in-Irish-Higher-Education-Institutions.pdf
https://hea.ie/assets/uploads/2022/03/Report-of-the-Expert-Group-2nd-HEA-National-Review-of-Gender-Equality-in-Irish-Higher-Education-Institutions.pdf
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for hiring individuals with the expertise necessary to develop and oversee the implementation 
of GEPs, if internal expertise is not available in institutions. 

Committed and well-prepared senior leadership teams stand out as an important factor 
supporting the effective implementation of GEPs. Training programmes are key in informing 
senior leadership about gender equality objectives, benefits, policies and practices, and 
tackling potential difficulties in implementing gender equality actions (362). Some research 
warns that policy documents, including action plans, are discursive or representational for 
institutions, enabling them to appear diverse and equal, and that statements of commitment 
may be intentionally performative, creating the illusion of having achieved gender equality 
and diversity, and concealing inaction (363). Therefore, in order to ensure the effective 
implementation of equality policies and plans, support from leaders needs to be continuously 
publicly communicated. Furthermore, the resilience and repetition of actions (e.g. awareness-
raising and capacity-building activities) lead to structural change, for example the 
development of new habits and ways of doing things. Here too, embedding gender equality 
principles and values in the institution’s broader set-up, communication and 
management activities are important for supporting meaningful and effective change 
and achieving the intended results. Communication is particularly important in conveying 
information on actions, how they respond to specific needs and their benefits to the widest 
possible community of stakeholders. The support should be translated into structures (which 
are able to continue after leadership changes) that become institutionalised and spill over 
into middle-level management (364). 

The second HEA national review of gender equality in Irish HEIs identified inconsistency in 
responsibility and accountability for gender equality in the different institutions. In some 
cases, the person formally responsible for gender equality does not in fact have the authority 
to make decisions or implement the associated agenda. In other cases, gender equality 
responsibilities are merged with others, which was found to limit progress. In others still, top 
leaders are not directly accountable for progress (365). The review recommends that 
governing bodies of institutions and their president (or equivalent) should be responsible and 
accountable for progress in the gender equality or the EDI area, and this should be monitored 
through statutory reporting mechanisms (366). Evidence should be gathered and used to 
drive understanding of the needs the GEPs must address and the development and 
implementation of GEPs. Robust monitoring and evaluation frameworks built on 
comparable methodologies support the long-term implementation of GEPs by providing 
information about the progress and effectiveness of implementation. When this is carried out 
as more than a box-ticking exercise (367), and combined with a good understanding of the 
needs that the GEP must address, areas can be identified where adaptations are necessary 
to improve outputs and outcomes. This can support the construction of a database of 
comparable information at the national and EU levels that can then further inform decision-
making. Monitoring and evaluation information is extremely important, as the absence of data 
that captures both process-related and results-focused indicators will lead to significant gaps 

 

(362) EIGE (2016), ‘Integrating gender equality into research and higher education institutions: Analytical paper’, 
p. 34 (https://eige.europa.eu/sites/default/files/analytical_paper_0.pdf). 

(363) Ahmed, S. (2012), On Being Included: Racism and diversity in institutional life, Duke University Press, Durham, 
United Kingdom, cited in Lagesen, V. A. (2021), ‘How heads of departments find it meaningful to engage with 
gender balance policies’, Science and Public Policy, Vol. 48, No 4, pp. 582–591, doi:10.1093/scipol/scab024. 

(364) EIGE (2016), ‘Integrating gender equality into research and higher education institutions: Analytical paper’, 
p. 34 (https://eige.europa.eu/sites/default/files/analytical_paper_0.pdf). 

(365) HEA (2022), Gender Equality, p. 30 (https://hea.ie/assets/uploads/2022/03/Report-of-the-Expert-Group-2nd-
HEA-National-Review-of-Gender-Equality-in-Irish-Higher-Education-Institutions.pdf). 

(366) Ibid. 
(367) ERAC SWG GRI (2021), Gender Equality Plans as a Catalyst for Change, Brussels, pp. 25–27 

(https://data.consilium.europa.eu/doc/document/ST-1202-2021-INIT/en/pdf). 
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https://hea.ie/assets/uploads/2022/03/Report-of-the-Expert-Group-2nd-HEA-National-Review-of-Gender-Equality-in-Irish-Higher-Education-Institutions.pdf
https://hea.ie/assets/uploads/2022/03/Report-of-the-Expert-Group-2nd-HEA-National-Review-of-Gender-Equality-in-Irish-Higher-Education-Institutions.pdf
https://data.consilium.europa.eu/doc/document/ST-1202-2021-INIT/en/pdf
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in knowledge about GEP implementation and its effects on gender equality outcomes. This, 
in turn, will diminish the evidence available for the economic case for gender equality. 
Interventions can have unintended effects for a part of the target group, which is another 
reason why monitoring and evaluation are critical for the implementation of GEPs. Another 
benefit of robust monitoring and evaluation frameworks is that they support the formulation 
of the GEPs themselves, including clear and measurable targets (368). They also support a 
review of gender-blind or gender-biased indicators and definitions (369). For example, there 
was a requirement set by the European Commission for all FP7 and Horizon 2020 GEP-
implementing projects to develop independent monitoring and evaluation schemes. For 
details about selected key initiatives to support GEP monitoring and evaluation, see Box 5. 

Box 5. Examples of initiatives funded by Horizon 2020 that support GEP monitoring and 
evaluation 

Notable initiatives to build capacity at the institutional level to set up monitoring and 
evaluation systems include the MindtheGEPs project. This project aims to decrease 
gender gaps in EU R&I institutions and gather data to identify the key factors that sustain 
these imbalances, and facilitate the design of GEPs in seven research institutions in the 
EU (370). Through an evaluation team set up specifically for this purpose, the project also 
supports the creation of monitoring and evaluating systems (371) based on concrete 
indicators and targets that guide GEP implementation and provide evidence of progress, 
and provides coaching activities enabling institutions to use the system and the resulting 
data. 

The GEARING-Roles project (372), which brought together ten academic and non-
academic organisations in the EU, aimed to design, implement and evaluate six GEPs 
according to the steps outlined in the GEAR tool (373). Guidelines were developed to 
support the evaluation of the design and impact of the GEPs developed by the partner 
organisations. Key performance indicators were used to measure the quality and feasibility 
of the implementation of the project partners’ GEPs. The indicators measured ‘the 
participation of women in R&I and improvement of their career prospects, an improvement 
of the gender balance in decision-making bodies, the inclusion of the gender dimension in 
research content, and the progress in the quality and societal relevance of produced 
knowledge, technologies and innovations’ (374). Indicators of effectiveness were used to 
measure the extent to which the intended objectives of GEPs were achieved. Efficiency 
indicators measured how efficiently the activities were implemented, in view of the results 
achieved, and whether budget constraints affected the quality of implementation and the 
observed results. 

The SUPERA project (375) supports the implementation of GEPs in four RPOs and two 
RFOs in southern and central Europe and the development of a data management 
structure (the gender information management system) to ensure that gender equality data 
are collected and managed systematically (376). The monitoring system has a dual 

 

(368) Interview with an MEP, conducted in 2022. 
(369) Ibid. 
(370) https://www.mindthegeps.eu/gender-equality-plans/. 
(371) https://www.mindthegeps.eu/gender-equality-plans/monitoring-and-evaluating-geps/. 
(372) https://gearingroles.eu/. 
(373) https://eige.europa.eu/gender-mainstreaming/toolkits/gear. 
(374) GEARING-Roles (2021), ‘Guidelines for GEP impact evaluation’, Deliverable No 9.2, pp. 6–7 

(https://gearingroles.eu/wp-content/uploads/2021/02/D9.2-Guidelines-for-GEP-Impact-Evaluation.pdf). 
(375) https://www.superaproject.eu/. 
(376) https://www.superaproject.eu/. 

https://www.mindthegeps.eu/gender-equality-plans/
https://www.mindthegeps.eu/gender-equality-plans/monitoring-and-evaluating-geps/
https://gearingroles.eu/
https://eige.europa.eu/gender-mainstreaming/toolkits/gear
https://gearingroles.eu/wp-content/uploads/2021/02/D9.2-Guidelines-for-GEP-Impact-Evaluation.pdf
https://www.superaproject.eu/
https://www.superaproject.eu/
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purpose, of monitoring progress in the implementation of GEPs and monitoring gender 
equality more broadly at the institutional level. It enables the regular assessment of 
progress and supports the set-up of a reporting mechanism. One of the key impacts is the 
ability to assess gender equality indicators for the first time at the institutional level (377). 

The ACT (378) project’s GEAM tool proposes a modular questionnaire available in 10 
languages (English, German, Greek, Italian, Lithuanian, Polish, Portuguese, Slovenian, 
Spanish and Ukrainian) that includes questions covering key aspects of gender equality in 
R&I organisations. It focuses on gathering data on sociodemographic characteristics, 
stereotypes, prejudices and bias, experiences and behaviours, organisational culture, 
working conditions and needs (379). This tool can be used by institutions to conduct an 
initial assessment of gender equality needs, but also as a tool to monitor GEP 
implementation over time (380). 

The EFFORTI project (381) proposed an evaluation concept aimed at assessing the 
outputs, outcomes and impacts of gender equality measures, focusing on the national level 
and taking into account contextual factors. The evaluation toolbox included indicators as 
well as methodological considerations about how these should be analysed to support the 
identification of key design, implementation, monitoring and evaluation success 
factors (382). 

While acknowledging that GEPs were initially designed for RPOs and that they may require 
adaptation to fit RFOs, these two types of organisations share success factors (and 
challenges) in relation to designing and implementing GEPs. The objectives of RFOs require 
these organisations to have strategies related to research funding and gender equality. These 
institutions have an important role in shaping gender equality policies, but also have their 
own needs in designing and implementing effective GEPs. The establishment of GEPs or 
similar policies in RFOs is a developing area. Many of the success factors (and challenges) 
described previously in this section also apply to RFOs, which can also face budget 
restrictions, and need to identify the knowledge necessary to navigate a complex and rapidly 
developing policy context at the EU and national levels. Setting up CoPs is equally important 
for RFOs, as they can provide the space for exchanges between these institutions across the 
EU and associated countries, to contribute to the development of GEPs that are tailored to 
institutional objectives, circumstances and legislation. One of the key specific challenges for 
RFOs, however, is the need to design internal approaches to achieving gender equality that 
apply to the institutions themselves and approaches linked to the eligibility conditions they 
establish for research funding applications, and unbiased evaluation procedures and gender-
balanced evaluation panels. 

The national context is important, as RFOs may also need to meet a number of requirements 
in terms of gender equality that are imposed by national legislation and report on them (e.g. 
the 2014 Human Rights and Equality Act in Ireland and the 2018 EADA in Norway). The GEP 

 

(377) Lopes, M. (2022), ‘Gender mainstreaming monitoring structure (GMMS)’, SUPERA Final Conference, 
25 March, Madrid (https://www.slideshare.net/SUPERAproject). 

(378) ACT aimed to establish and support an international network of COPs to develop gender equality actions in 
RPOs and RFOs in the ERA. More details are available at https://act-on-gender.eu/project. 

(379) The GEAM tool (part of the ACT project) is available at https://geam.act-on-gender.eu/content/documentation. 
(380) Aldercotte, A., Caprile, M., Guyan, K. and Müller, J. (2021), ‘Gender Equality Audit and Monitoring (GEAM) v2’, 

Deliverable No 2.2 
(https://zenodo.org/record/5348197/files/ACT_D2.2_GEAM_Docu_31AUG2021.pdf?download=1). 

(381) https://efforti.eu/about-efforti. 
(382) https://efforti.eu/publications/information-material. 

https://www.slideshare.net/SUPERAproject
https://act-on-gender.eu/project
https://geam.act-on-gender.eu/content/documentation
https://zenodo.org/record/5348197/files/ACT_D2.2_GEAM_Docu_31AUG2021.pdf?download=1
https://efforti.eu/about-efforti
https://efforti.eu/publications/information-material
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eligibility criterion in Horizon Europe has also helped to shape the strategies of RFOs, for 
example in the case of the Research Council of Norway, which has developed its own GEP 
criterion in response to the Horizon Europe GEP eligibility criterion. 
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7. Impacts on and benefits of the implementation of gender 
equality plans for gender equality in research and innovation 
organisations 

The study analyses a broad range of benefits from of the implementation of GEPs on gender 
equality in R&I institutions. This includes analysing examples of changes that are linked to 
the introduction of GEPs and similar initiatives. This broad approach, focusing on benefits 
rather than impacts (383), is used because of the relatively recent nature of GEP undertakings 
in most countries and R&I organisations, and therefore the limited time to establish the impact 
on gender equality indicators systematically. As some institutions and countries have more 
experience of implementing GEPs, the study identified some evidence of impacts in the 
sources reviewed. Moreover, where there is a lack of evidence related to observed impacts, 
the information on expected impacts as reported by stakeholders contributing to the study is 
covered in the report. 

The literature reviewed, and the interviews and survey conducted as part of the study, have 

identified that the evidence base on the impacts and benefits of the implementation of 

GEPs on gender equality in R&I organisations is relatively limited, as most of the GEPs 

identified are in the implementation phase, with limited impact evaluations available. All GEP-

implementing projects funded by FP7 and Horizon 2020 needed to develop and implement a 

methodology for impartially evaluating the progress made and the impact that the GEPs had 

on structural change in each GEP-implementing organisation. Although some projects have 

produced publicly available evaluation reports, they were largely delivered at the end of 

project implementation, with limited evidence on impacts after the projects ended. These 

evaluations were conducted by evaluation partners within the consortia through impartial 

methodologies but with limited evidence from external evaluations, and no comparative 

information on GEP impacts across different projects is available. Among the reasons for 

this, as identified during our literature review and interviews, are the lack of a monitoring and 

evaluation framework and the recent introduction of GEPs by many institutions. 

Given the limited evaluation and research on the impacts of GEPs on gender equality, two 
types of available literature were analysed to identify the areas in which some evidence of 
impact in a broader sense may be observed. 

• The first was evidence available on the impacts of relevant policy initiatives or similar 
schemes that are closely aligned with GEPs, in order to identify the types of impacts that 
may also be observed as a result of GEPs. 

• The second was evidence available through project reports, project evaluations and 
research undertaken by the GEP-related projects funded through FP7 and Horizon 2020. 
This project documentation is likely to be focused on shorter-term outcomes rather than 
longer-term impacts observed, as evaluations are likely to be conducted and reports 
compiled during the course of the project. These documents are also in some cases 
prepared by the team delivering projects, and often focus on self-reflection and lessons 
learned, with limited external evaluations available. Nevertheless, this provides an 
indication of potential impacts that may be generated over time. 

 

(383) An impact is a long-term effect to which the intervention contributes at the country, region or sector level. 
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The findings from the literature are also supported by the evidence from the online survey. 
Respondents’ perceptions focused on the expected rather than the actual impacts of GEPs, 
as more than half of survey respondents (54 %) had adopted their first GEP only recently – 
in 2021 or later. The survey findings highlight positive impacts of GEPs on gender equality 
by generating such outputs as improved data collection and monitoring of the representation 
of women in the R&I sector, the development of joint training seminars in gender 
mainstreaming across universities and the creation of networks of women researchers. 
Concerning the outcomes, the evidence gathered from the survey and the interviews 
suggests that the respondents perceived that GEPs and similar policies related to gender 
mainstreaming in R&I organisations have had positive impacts on, for example, awareness 
of gender equality, the representation of women in academia and in senior posts, the labour 
conditions and career progression of women, and the production of research about gender 
bias. 

The examples discussed below show evidence of progress in terms of gender equality in R&I 
organisations, stemming from the role of recent EU and national policies related to GEPs. 

7.1.  Evidence of impacts related to national legislation imposing a 
requirement for gender equality plans 

Overall, the maturity of national policies leads to better results in terms of introducing 
GEPs and generating the desired benefits in terms of contributing to achieving gender 
equality in R&I organisations. Accordingly, countries in which gender mainstreaming has 
undergone early institutionalisation offer more fertile ground for the development of 
GEPs (384). As indicated by the ERAC SWG GRI, a 2018 survey among Member States and 
associated countries (ERAC 1213/18) identified significant differences between the countries 
in terms of the maturity, scale and scope of the measures available, with some of them having 
more actions and measures to promote gender equality in place than others. The requirement 
for institutions to adopt GEPs was introduced in national legislation in Belgium, Germany, 
Estonia, Ireland, Spain, France, Austria, Slovenia and Finland among the Member States, 
and Israel and Switzerland among the associated countries (385). 

There are some interesting examples of initiatives in Member States targeting gender equality 
in the R&I sector. For example, the LNVH is a network of over 1 500 women professors 
working in Dutch academia (386). In 2021, for the first time, the share of women professors 
passed the 25 % mark (387). According to a 2019 evaluation, there is some evidence that 
LNVH’s work may be contributing to the improvement of gender equality at Dutch universities. 
The LNVH carries out capacity-building and policy advocacy activities, which, according to 
the evaluation, reinforce each other and can successfully increase the proportional 
representation of women in Dutch academia (388). 

 

(384) EIGE (2016), ‘Integrating gender equality into research and higher education institutions: Analytical paper’, 
p. 33 (https://eige.europa.eu/sites/default/files/analytical_paper_0.pdf). 

(385) ERAC SWG GRI (2021), Gender Equality Plans as a Catalyst for Change, Brussels, pp. 4–5 
(https://data.consilium.europa.eu/doc/document/ST-1202-2021-INIT/en/pdf). 

(386) LNVH (n.d.), ‘About the LNVH’ (https://www.lnvh.nl/monitor2021/EN.html#over). 
(387) LNVH (2021), Women Professors Monitor 2021, Utrecht, Netherlands 

(https://www.lnvh.nl/uploads/moxiemanager/LNVH_monitor2021_ENGLISH.pdf). 
(388) LNVH (2019), Evaluatieonderzoek Subsidieperiode 2015–2020, Rotterdam, Netherlands, p. 37 

(https://www.lnvh.nl/a-3211/evaluatieonderzoek-subsidieperiode-2015-2020). 

https://eige.europa.eu/sites/default/files/analytical_paper_0.pdf
https://data.consilium.europa.eu/doc/document/ST-1202-2021-INIT/en/pdf
https://www.lnvh.nl/monitor2021/EN.html#over
https://www.lnvh.nl/uploads/moxiemanager/LNVH_monitor2021_ENGLISH.pdf
https://www.lnvh.nl/a-3211/evaluatieonderzoek-subsidieperiode-2015-2020
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The implementation of GEPs in Austrian (389) institutions (including R&I institutions) across 
different sectors has had a positive impact on various gender equality indicators. However, it 
should be noted that the GEPs are approached as soft law and therefore non-implementation 
will not trigger any consequences/actions. 

In Norway, the EADA of 2018 requires all employers with more than 50 employees to 
promote equality and issue statements of their activity. A report by the SWG GRI identified 
that this legislation has had an effect on the development of GEPs in Norwegian HEIs. As a 
result, 18 out of 33 HEIs had GEPs in place, with 9 out of 10 universities having GEPs in 
2019. The report recognises that it is not possible to make direct links between the legislation 
and the situation of gender equality in R&I organisations. However, there seems to be link 
between legislation and awareness of the importance of gender equality and diversity in 
Norwegian academia. Moreover, a range of indicators on gender equality in research have 
improved in recent years. For example, the proportion of women professors in Norway today 
is 32 % (according to a status report on higher education published in 2020), and this 
percentage increased by 1 % every year over the past 10 years (390). 

The Athena SWAN Charter is a framework to promote gender equality in higher education 
in Ireland and the United Kingdom. The R&I institutions endorsing the charter can also apply 
for Athena SWAN awards, which recognise their achievement and commitment towards 
implementing principles of the Athena SWAN Charter. Institutions applying for the awards 
need to develop and implement an Athena SWAN action plan, which is the basis for receiving 
an award. The impact evaluation of the Athena SWAN Charter conducted in 2019 identified 
that the charter was most effective when it is implemented as a tool to ensure that practices 
and policies present no disadvantage to any member of staff or student. This represents a 
holistic approach, focusing on cultural change, and the behaviours and attitudes of all those 
involved (391). The survey of the R&I institutions conducted as part of the evaluation found 
that (392): 

• 93 % of Athena SWAN champions, who are closely involved in developing Athena SWAN 
applications and their implementation in the certified departments, believe that the 
charter has had a positive impact on gender issues in their university, department or 
research institute; 

• 78 % believe that the charter has had a positive impact on equality and diversity issues; 

• 78 % believe that the charter has had a positive impact on the career progression of 
women. 

The evaluation also found that the charter is having an impact on the gender profile of 
participating departments, with the number and proportion of women in academic and 
research posts increasing in a number of participating departments. Achieving similar effects 
in relation to undergraduate students, and at professorial and senior management level, is 

 

(389) Leitner, A. (2016), ‘Gleichstellungspolitik im österreichischen Bundesdienst’, in Fuchs, G., Bothfeld, S., Leitner, 
A. and Rouault, S. (eds), Gleichstellungspolitik öffentlicher Arbeitgeber – Betriebliche Gleichstellung in den 
Bundesverwaltungen Deutschlands, Österreichs und der Schweiz, Barbara Budrich, Opladen, Germany 
pp. 139–183. 

(390) Council of the European Union (2020), ‘Report on the implementation of targets: Follow-up on the 2018 
guidance recommendations’, Brussels, 18 August (https://www.era.gv.at/object/document/4442). 

(391) Graves, A., Rowell, A. and Hunsicker, E. (2019), An Impact Evaluation of the Athena SWAN Charter 
(https://s3.eu-west-2.amazonaws.com/assets.creode.advancehe-document-manager/documents/ecu/Athena-
SWAN-Impact-Evaluation-2019_1579524189.pdf). 

(392) Ibid. 

https://www.era.gv.at/object/document/4442
https://s3.eu-west-2.amazonaws.com/assets.creode.advancehe-document-manager/documents/ecu/Athena-SWAN-Impact-Evaluation-2019_1579524189.pdf
https://s3.eu-west-2.amazonaws.com/assets.creode.advancehe-document-manager/documents/ecu/Athena-SWAN-Impact-Evaluation-2019_1579524189.pdf
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reported as being more challenging (393). For example, the University of Manchester reported 
that the number of women postgraduates had increased by 4 pp in 2020 compared with 2007, 
when the university first introduced a GEP (394). Among the challenges in implementing the 
charter within institutions is the workload in terms of developing complex application 
processes. These often increase the administrative workload for women staff members in 
particular, in addition to increasing the commitment of the universities’ leadership and 
management. Moreover, in cases when the certification is not awarded, this can be 
demotivating for the team (395). 

The interviews conducted during the study identified some evidence of progress in terms of 
the proportion of women in senior posts. For example, in an interview conducted with an RPO 
representative in the United Kingdom, the interviewee reported that in their organisation the 
proportion of women professors had increased by between 13 % and 34 % and had still been 
rising since it was awarded Athena SWAN certification. Among the benefits that facilitate the 
implementation of the Athena SWAN Charter, the interviewee reported the opportunity to 
exchange good practices among institutions and access the network of other institutions as 
being particularly influential in advancing diversity and inclusion in their organisation. 

Further evidence of the impact of comparable schemes is explored in case study 4 on the 
role of RFOs in ensuring the impact of GEPs. For example, an evaluation of the DFG’s policy 
on gender equality found that the proportion of women applicants and peer reviewers has 
risen since the policy was put in place. Further impacts were also observed at the university 
level, with increases in the overall number of women professors and researchers (396). 
Another example provided is the Irish Research Council, which implemented a new ‘gender-
blinding’ measure during proposal reviews and involved more women in their international 
assessment panels, leading to increased balance between awards granted to men and those 
received by women (397). 

According to recent studies, a lack of sanctions or consequences for non-compliance 
hinders the implementation of gender equality interventions at the institutional level (398). It 
means that implementation relies on the commitment of the senior management within 
implementing organisations. Only a very small number of countries impose consequences 
for non-compliance. For example, Catalan law obliges universities to incorporate a gender 
perspective in their courses and includes sanctions such as non-accreditation of courses 
when universities do not comply. This intervention was seen as especially successful in 

 

(393) Ibid. 
(394) University of Manchester (n.d.) ‘University of Manchester gender equality plan’ 

(https://www.staffnet.manchester.ac.uk/equality-and-diversity/athena-swan/gender-equality-plan/). 
(395) Graves, A., Rowell, A. and Hunsicker, E. (2019), An Impact Evaluation of the Athena SWAN Charter 

(https://s3.eu-west-2.amazonaws.com/assets.creode.advancehe-document-manager/documents/ecu/Athena-
SWAN-Impact-Evaluation-2019_1579524189.pdf). 

(396) DFG (2017), Chancengleichheits-Monitoring 2017, Bonn, Germany 
(https://zenodo.org/record/1481751#.XDcOq-SotaQ#.XDcOq-SotaQ). 

(397) Ortus Economic Research and Loughborough University (2020), Review of Irish Research Council: Gender 
strategy and action plan, Dublin (https://research.ie/assets/uploads/2022/02/Review-of-IRC-Gender-Strategy-
and-Action-Plan_comp.pdf). 

(398) Anagnostou, D. (2022), ‘EU policy and gender mainstreaming in research and higher education: How 
well does it travel from north to south?’, in Wroblewski, A. and Palmén, R. (eds), Overcoming the 
challenge of structural change in research organisations – A reflexive approach to gender equality, 
Emerald Publishing Limited, Leeds, pp. 73–89 
(https://www.emerald.com/insight/content/doi/10.1108/978-1-80262-119-820221005/full/html); Palmén, 
R. and Schmidt, E. K. (2019), ‘Analysing facilitating and hindering factors for implementing gender 
equality interventions in R&I: Structures and processes’, Evaluation and Program Planning, Vol. 77 
(https://pubmed.ncbi.nlm.nih.gov/31654973/). 

https://www.staffnet.manchester.ac.uk/equality-and-diversity/athena-swan/gender-equality-plan/
https://s3.eu-west-2.amazonaws.com/assets.creode.advancehe-document-manager/documents/ecu/Athena-SWAN-Impact-Evaluation-2019_1579524189.pdf
https://s3.eu-west-2.amazonaws.com/assets.creode.advancehe-document-manager/documents/ecu/Athena-SWAN-Impact-Evaluation-2019_1579524189.pdf
https://zenodo.org/record/1481751#.XDcOq-SotaQ
https://research.ie/assets/uploads/2022/02/Review-of-IRC-Gender-Strategy-and-Action-Plan_comp.pdf
https://research.ie/assets/uploads/2022/02/Review-of-IRC-Gender-Strategy-and-Action-Plan_comp.pdf
https://www.emerald.com/insight/content/doi/10.1108/978-1-80262-119-820221005/full/html
https://pubmed.ncbi.nlm.nih.gov/31654973/
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encouraging universities to introduce a gender dimension in teaching content. Across all of 
Spain, since the enactment of the Equality Law in 2007, most public universities have 
developed and have started implementing GEPs. Compliance is monitored by a ministerial 
equality unit (399). 

7.1.  Evidence of impacts reported by projects related to gender equality 
plans, including those funded through the seventh framework 
programme and Horizon 2020 

The stakeholder survey conducted during the study asked respondents to identify potential 
impacts of GEPs on their institutions in the 5 years before the survey or expected impacts if 
GEPs were implemented more recently. The respondents to the survey included not only 
stakeholders who took part in projects funded by FP7 and/or Horizon 2020 but also those 
who had developed GEPs or were in the process of doing so outside of EU-funded projects. 
The survey results are presented in Figure 3. 

 

(399) López-Sancho, M., Alvarez-Marron, J., de Pablo, F., Gallego, J., Gastón, M., Hernández, E., Perez-Sedeño, 
E., Puertas, F. and Sandalio, L. (2013), 'The women and science committee of the Spanish National Research 
Council: Ten years promoting gender equality and excellence’, Arbor 
(https://www.researchgate.net/publication/276222933_La_Comision_de_Mujeres_y_Ciencia_del_CSIC_diez_
anos_promoviendo_la_igualdad_de_oportunidades_y_la_excelencia_en_el_organismo). 

https://www.researchgate.net/publication/276222933_La_Comision_de_Mujeres_y_Ciencia_del_CSIC_diez_anos_promoviendo_la_igualdad_de_oportunidades_y_la_excelencia_en_el_organismo
https://www.researchgate.net/publication/276222933_La_Comision_de_Mujeres_y_Ciencia_del_CSIC_diez_anos_promoviendo_la_igualdad_de_oportunidades_y_la_excelencia_en_el_organismo


 

102 
 

Figure 3. Agreement with statements about the impact of GEP implementation on 
organisations in the 5 years before the survey or the expected impact for organisations 
who had recently started implementation (n = 176) 

 
NB: Responses to the statements were ‘I don’t know / can’t answer’ for the following number of respondents: 

• 11 respondents for ‘GEP implementation increased awareness of gender equality among 
management’ (6 %), 

• 21 respondents for ‘GEP implementation increased awareness of gender equality among research 
staff’ (12 %), 

• 52 respondents for ‘GEP implementation increased awareness of gender equality among students’ 
(30 %), 

• 13 respondents for ‘GEP implementation increased gender balance at the decision-making level 
(7 %)’, 

• 20 respondents for ‘GEP implementation led to a reduction in gender bias in assessment 
procedures’ (11 %), 

• 37 respondents for ‘GEP implementation strengthened the gender dimension of research content’ 
(21 %), 

• 62 respondents for ‘GEP implementation strengthened the gender dimension of teaching content’ 
(35 %), 

• 43 respondents for ‘GEP implementation increased the quality of research’ (24 %), 
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• 33 respondents for ‘GEP implementation increased creativity and innovation’ (19 %), 

• 48 respondents for ‘GEP implementation increased the productivity of researchers’ (27 %), 

• 19 respondents for ‘GEP implementation improved the work–life balance of staff’ (11 %), 

• 37 respondents for ‘GEP implementation reduced occurrences of gender-based violence’ (21 %), 

• 62 respondents for ‘GEP implementation improved students’ experience at the institution’ (35 %), 

• 23 respondents for ‘GEP implementation increased the quality of sex/gender-disaggregated data 
collection and analysis’ (13 %). 

Source: Survey on GEPs in R&I organisations implemented from 18 August to 30 September 2022. 

The survey data show that the areas where observed or expected improvements are greatest 
include awareness raising, quality of sex/gender-disaggregated data collection and 
analysis, work–life balance of staff and gender balance at the decision-making level. 
The documentary evidence available on the projects implementing GEPs hints at a subtle 
change within implementing institutions around the broad areas identified during the 
stakeholder survey. For example, the evidence gives an indication that the development of 
GEPs contributed to the development of new institutional processes and policies around 
areas such as recruitment and working conditions. It is important to consider that the wider 
cultural, political and institutional contexts are very different for all the implementing 
organisations, including in the extent to which GEPs have been embedded in their 
organisations even within the same project. The change that institutions go through varies 
depending on their experiences in implementing GEPs as well as the wider national context. 

The most noticeable impacts of GEP implementation according to the responses from the 
online survey were increased awareness of gender equality among management and 
research staff. This could be related to the fact that training on gender equality and the 
specific areas covered by GEPs mostly target management, and administrative and research 
staff (Figure 4). Teaching staff and students are also involved in the awareness-raising 
activities, but to a lesser extent. Organisations that adopted their first GEP before 2012 more 
often targeted technical staff (79 % compared with 50 %) than organisations that adopted 
their GEP later. 
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Figure 4. Target groups for awareness-raising activities and training sessions on gender 
equality (n = 199) 

 
NB: Other target groups identified by stakeholders were the general public, and researchers and evaluators 
not part of organisations’ staff. Multiple response options could be selected. 
Source: Survey on GEPs in R&I organisations implemented from 18 August–30 September 2022. 

Moreover, online survey respondents shared that the introduction of the GEP eligibility 
criterion for institutions applying for Horizon Europe projects was the fastest and most 
efficient way to raise awareness about gender equality nationwide. 

Increased awareness of gender issues in participating organisations among senior 
management teams was reported in the evaluation of the Garcia project, funded through FP7 
and delivered between 2014 and 2017. The evaluation of this project identified that research 
on precarious working conditions and career instability, undertaken by the team at the 
University of Lausanne, enabled the project team to provide detailed and nuanced 
information to some members of the university’s management, increased their awareness of 
the relevant issues, and was perceived as more persuasive and in turn more likely to be taken 
seriously. Similarly, increased gender awareness throughout the institution was reported by 
the University of Iceland, which was involved in the same project. It reported that this project 
enabled the university to revitalise its gender equality work (400). Participants in the training 
sessions and users of the resources provided through the Horizon 2020 project GE Academy 
also reported an increased understanding of gender issues and their relevance in the R&I 
sector. Although this project did not involve the implementation of GEPs, it provided targeted 
training to institutions on GEPs in order to build capacity for their implementation. Additional 
examples of the impacts of EU-funded projects are presented in case study 1. 

Some projects indicate that their work on the development of GEPs through European 
projects allowed them to increase awareness of gender equality work beyond their 
institutions. For example, participation in the SUPERA project resulted in the establishment 
of a new Delegate for Gender Equality post at the Università degli Studi di Cagliari. This is 

 

(400) European Commission (n.d.), ‘Final report summary – Garcia (Gendering the academy and research: 
combating career instability and asymmetries)’ (https://cordis.europa.eu/project/id/611737/reporting). 

https://cordis.europa.eu/project/id/611737/reporting
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one of the top leadership posts within the senior management team, with the responsibility 
for promoting gender equality and diversity at the university. The university’s participation in 
the project and its commitment to gender equality enabled it to become a model at the 
national level: the creation of the role was selected as an inspiring practice for all Italian 
universities (401). 

7.1.1. Improved institutional processes and policies 

Contribution to the development of new institutional processes and policies was also 
identified as a potential effect of GEP-related projects funded through FP7 and Horizon 2020. 

The institutions involved in the EU-funded projects observed a positive impact on working 
conditions for women employees, due to the introduction of flexible working policies and 
the addressing of gender pay gaps and career progression. An improvement was also noted 
in the hiring procedures and representation of women in senior leadership positions. The 
GEP-implementing projects undertook actions aimed at revising recruitment procedures, 
increasing the presence of women at all career stages and setting up mentoring programmes 
and networks. For example, participants in the EQUAL-IST, SUPERA and GARCIA projects 
reported improved hiring procedures, improved institutional regulations on equal treatment, 
and new regulations that improve working conditions for parents (i.e. revised doctoral 
submission conditions for young mothers in Spanish universities) (402). 

EU-funded projects also contributed to the development and improvement of data collection 
and monitoring processes at the institutions involved. The activities of GEP projects funded 
through FP7 and Horizon 2020 comprised the systematic collection of sex/gender-
disaggregated data concerning recruitment and career progression, the creation of relevant 
indicators, and the analysis and monitoring of these data through the development of 
frameworks and databases. 

GEP-implementing projects were noted to also have a positive impact on institutional 
processes and policies regarding sexual harassment and mistreatment, with further 
information on this provided in case study 1. New procedures and policies for reporting 
harassment, bullying and inappropriate behaviour were created in organisations participating 
in projects funded by FP7 and Horizon 2020. For example, the University of Reading in the 
United Kingdom developed a harassment support and reporting toolkit as part of its GEP, 
and the University of Manchester developed as part of its GEP a confidential online ‘report 
and support’ system. 

Moreover, in some cases, gender equality became ab integral part of the institutional 
culture and structure of the organisations involved in EU-funded projects. The inclusion 
of gender equality became an essential part of the organisations through structural changes 
embedded in actions of GEP development and implementation. For example, the University 
of Ferrara reported that strong cooperation among a range of academic and professional 
staff dealing with gender-related issues led to changes to core university policies and 
strategies, such as the integration of gender-related priorities into the university’s strategic 

 

(401) Cois, E. (2022), ‘Institutionalisation of gender equality delegate position’, SUPERA Final Conference, 
25 March, Madrid (https://www.slideshare.net/SUPERAproject/institutionalisation-of-gender-equality-delegate-
position). 

(402) Ministerio de Ciencia e Innovacion (2021), Medidas implementadas en la Agencia Estatal de Investigación 
para promover la igualdad de género en sus actuaciones de financiación 
(https://www.aei.gob.es/sites/default/files/page/field_file/2021-
01/MEDIDAS_IMPLEMENTADAS_PARA_PROMOVER_IGUALDAD_GENERO_v04.pdf). 

https://www.slideshare.net/SUPERAproject/institutionalisation-of-gender-equality-delegate-position
https://www.slideshare.net/SUPERAproject/institutionalisation-of-gender-equality-delegate-position
https://www.aei.gob.es/sites/default/files/page/field_file/2021-01/MEDIDAS_IMPLEMENTADAS_PARA_PROMOVER_IGUALDAD_GENERO_v04.pdf
https://www.aei.gob.es/sites/default/files/page/field_file/2021-01/MEDIDAS_IMPLEMENTADAS_PARA_PROMOVER_IGUALDAD_GENERO_v04.pdf
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plan, and changes to the university’s statutes and procedures. These changes included the 
creation of a senate resolution imposing a requirement to present a gender-balanced list of 
candidates in senate and board elections (403). 

In addition, survey respondents identified the following areas in which GEPs contributed to 
changes to institutional processes and policies: 

• increased use of gender-sensitive language in communication; 

• a change in the processes for, communication on and social perception of the exercise 
of rights and fulfilment of duties; 

• the successful inclusion of gender dimensions in all university policy documents; 

• increased knowledge on and willingness to report gender-based violence; 

• reduction of gender bias in assessment procedures. 

Further examples of the impact of projects funded through FP7 and Horizon 2020 
programmes on the development of institutional policies are provided in case study 1. 

7.1.2. Development of gender monitoring frameworks and gender research 

The contribution of projects to the development of monitoring frameworks was identified 
as one of the areas of potential positive impacts of the projects. The Garcia project team at 
the University of Lausanne identified that providing information on the latest research and 
sharing this with the Gender Equality Office (GEO) enabled the GEO to fine-tune its ideas 
and stimulated discussions about new gender equality measures. More specifically, Garcia’s 
research contributed to the conceptualisation of a new monitoring framework, which was 
implemented by the GEO at the university (404). Although the project is unlikely to have been 
the only influencing factor in developing the framework, research, analysis and expertise from 
the Garcia team helped to conceptualise the approach and support the GEO. 

A further example comes from the University of Coimbra (UC), which implemented a gender 
mainstreaming monitoring structure during its participation in the SUPERA project. This 
structure enabled the UC to assess gender equality for the first time. The research units and 
administrative departments contributed to the development of the system, and this was fully 
integrated into the UC’s institutional/regular governance structures (405). 

Moreover, GEPs in R&I appear to contribute to stimulating research about gender bias in 
the sector, as the universities that adopted GEPs test and quantify measures to combat 
gender biases. For example, the ‘mission for the place of women’ of the French National 
Centre for Scientific Research (Centre national de la recherche scientifique (CNRS)) took a 
scientific approach – evidence and research based – to identifying gender barriers within the 

 

(403) https://edizionicafoscari.unive.it/media/pdf/books/978-88-6969-335-9/978-88-6969-335-9_36Fp1Fr.pdf. 
(404) Holzinger, F., Reidl, S., Hafellner, S., Schiffbaenker, H. and Streicher, J. (2017), Gendering the Academy and 

Research: Combating career instability and asymmetries: Final evaluation report 
(https://cordis.europa.eu/project/id/611737/reporting). 

(405) Lopes, M. (2022), ‘Gender mainstreaming monitoring structure (GMMS)’, SUPERA Final Conference, 
25 March, Madrid (https://www.slideshare.net/SUPERAproject/gender-mainstreaming-monitoring-structure-
gmms). 

https://edizionicafoscari.unive.it/media/pdf/books/978-88-6969-335-9/978-88-6969-335-9_36Fp1Fr.pdf
https://cordis.europa.eu/project/id/611737/reporting
https://www.slideshare.net/SUPERAproject/gender-mainstreaming-monitoring-structure-gmms
https://www.slideshare.net/SUPERAproject/gender-mainstreaming-monitoring-structure-gmms
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organisation in order to gain buy-in from the senior leadership team on implementing a range 
of measures to address these gender barriers (406). 

National-level developments 

The survey also explored the ways in which institutions implementing GEPs perceive them 
to be contributing to wider development in the sector, including increasing collaboration 
among the HEIs and encouraging other organisations to initiate and/or explore the 
development of GEPs. Almost half of survey respondents (47 %) stated that the GEP 
adopted/implemented in their organisation contributed to developments at the national 
level. For example, the EU Award for the Gender Equality Champions in 2022 in the 
sustainable gender equality category recognised the contributions of Trinity College Dublin 
and the Karolinska Institute in promoting gender equality at the national and regional levels. 
Another 30 % of respondents did not know or could not answer. The share of such 
respondents was higher (above 40 %) among respondents from RPOs (both public and 
private), Member States in central and eastern Europe, organisations with less than 250 
employees and organisations that did not participate in EU-funded GEP-related projects. 
Finally, 10 % were undecided, while only 13 % of respondents disagreed with the claim. The 
qualitative inputs to the survey provide further insights into how the implementation of GEPs 
was recognised or affected wider developments at the national level. 

GEPs encouraged the development of networks of organisations, promoted collaboration 
within the sector and contributed to the exchange of good practices, experience and 
knowledge. For example, the network of women researchers Women in Science was 
established in Spain. The network collaborated with national universities through 
organisations such as the Network of Gender Equality Committees of Greek Universities, the 
Network of Working Committees on Equal Opportunities, the Network of Administrative 
Organisations at Austrian Universities, and the network of universities in Bosnia and 
Herzegovina, Croatia and Serbia, in the development and implementation of their GEPs, 
facilitating the exchange of experiences and the planning of coordinated actions, joint events 
and workshops, enabling the exchange of best practices and increasing visibility. Another 
example of the development of networks at the regional level involves the Karolinska Institute, 
which created a network at the regional level. Their efforts were recognised through the EU 
Award for Gender Equality Champions, as they were joint winners in the sustainable gender 
equality category. 

The adoption of GEPs in organisations encourages sister organisations to also adopt GEPs, 
which also encourages the creation of networks and partnerships, contributions to the 
development of new national GEP-related policies/legislation and contributions to the 
development of national GEP-related certification schemes. For example, in Lithuania 
universities recently started to cooperate more in the area of gender equality, and joint 
training seminars were organised. Case study 1 provides further examples of how the 
implementation of GEPs facilitated though dedicated funding under FP7 and Horizon 2020 
has influenced national policy contexts. For example, the work of the Paris Diderot University 
(Université Paris Diderot (UPD)) (now part of Paris Cité University) as part of the Trigger 
project on tackling sexual harassment led to the co-organisation of an international 
conference on the topic with the French Minister for Higher Education, Research and 
Innovation (407). Furthermore, through the involvement of the UC in Portugal in the SUPERA 

 

(406) Pain, E. (2022), ‘“It’s really about changing the system.” New gender equality rules take effect in Europe’, 
Science (https://www.science.org/content/article/it-s-really-about-changing-system-new-gender-equality-rules-
take-effect-europe). 

(407) Information obtained through consultation with a stakeholder. 

https://www.science.org/content/article/it-s-really-about-changing-system-new-gender-equality-rules-take-effect-europe
https://www.science.org/content/article/it-s-really-about-changing-system-new-gender-equality-rules-take-effect-europe
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project, the university increased the priority of gender equality in research ahead of the Prime 
Minister’s next term in office (408). 

Most institutional-level evaluations, case studies and discussions with implementation teams 
or women in R&I set a positive tone in reference to the benefits of GEP implementation. As 
a consequence, there is very little analysis of unexpected or potential negative impacts. 
Nevertheless, a University of Oxford study (409) does examine some unexpected 
consequences, one of which is reported to be a lack of focus in GEPs on the most excluded 
within gender groups (young researchers, researchers from ethnic groups, etc.). Another 
reported consequence is the fact that it is mostly women who are in charge of the 
development and implementation of GEPs, which places an additional burden on them and 
reduces the time that they can allocate to research and academic work. 

 

(408) Bustelo, M. (2022), ‘What comes next? Sustainability of structural change for gender equality after SUPERA’ 
(https://www.superaproject.eu/what-comes-next-sustainability-of-structural-change-for-gender-equality-after-
supera/). 

(409) Tzanakou, K. (2019), Unintended Consequences of GEPs, Oxford University. 

https://www.superaproject.eu/what-comes-next-sustainability-of-structural-change-for-gender-equality-after-supera/
https://www.superaproject.eu/what-comes-next-sustainability-of-structural-change-for-gender-equality-after-supera/
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8. Impacts on and benefits of the implementation of gender 
equality plans for research and innovation efficiency, quality 
and productivity 

As discussed in the previous section, given the recency of the development and 
implementation of GEPs in many countries, the time required for notable changes to take 
effect, the limited monitoring and evaluation information about the impact of GEPs on a range 
of indicators, and the intervening or confounding factors limited the assessment of the impact 
of GEP implementation on R&I efficiency, quality and productivity at the time this study was 
conducted. The report therefore looks at the impact of GEPs on the R&I sector in a broad 
sense, encompassing a range of changes associated with the introduction of GEPs. Where 
information on the impacts is not available, the studies that established correlations between 
gender equality measures and R&I efficiency, quality and productivity are considered in this 
report. The examples discussed below show an association between the presence of GEPs 
in R&I organisations and improved research creativity, innovation, productivity, excellence 
and economic growth. 

The ability of GEPs to increase creativity and innovation was noted by 57 % of 
respondents to the online survey in the EU-13 (410) countries and 40 % of respondents in the 
countries that had joined the EU by 2004, excluding the United Kingdom (EU-14) (411). The 
stakeholders participating in EU-funded projects such as GE Academy, Trigger and Gender-
NET Plus were consulted during the study and noted that the processes linked to GEP 
development and implementation led to a better understanding of gender-related issues 
within the R&I sector and to the consideration of sex- and gender-related variables in 
research content. The latter has been identified by the EFFORTI project as one of the key 
actions for which the impact of gender equality measures on R&I outputs, outcomes and 
impacts could be observed (412). The survey responses also support this claim: almost two 
thirds of survey respondents (65 %) who participated in EU-funded projects agreed or 
strongly agreed that GEP implementation strengthened the gender dimension of research 
content (n = 46). Moreover, more than half (56 %) of respondents to the survey participating 
in EU-funded projects agreed or strongly agreed that this also applied to enhancing the 
gender dimension of teaching content and curricula (n = 39). At the organisational level, the 
notion that GEPs increased creativity and innovation was more often perceived in large 
organisations, with 250 or more employees (50 %), than in smaller organisations, with up to 
250 employees (30 %). 

Although there is a lack of evidence on the impact of gender equality on R&I efficiency, quality 
and productivity, the GENDERACTION project found that there is a correlation between 
countries’ performance on gender equality indicators and their performance on 
innovation indicators. More specifically, the correlation between the European innovation 
scoreboard’s adjusted research excellence indicator and EIGE’s Gender Equality Index was 
identified by the GENDERACTION project (413). This shows the positive association 
between research excellence and innovation, and gender equality, which applies to both 

 

(410) Bulgaria, Czechia, Estonia, Croatia, Cyprus, Latvia, Lithuania, Hungary, Malta, Poland, Romania, Slovenia and 
Slovakia. 

(411) Austria, Belgium, Denmark, Germany, Ireland, Greece, Spain, France, Italy, Luxembourg, Netherlands, 
Portugal, Finland and Sweden. 

(412) Palmén, R. and Müller, J. (2019), Synthesis of the Case Study Work 
(https://efforti.eu/files/sites/default/files/2019-05/efforti_summary_case studies.pdf). 

(413) https://genderaction.eu/wp-content/uploads/2020/06/Gender-equality-and-RI-performance-go-hand-in-
hand.pdf. 

https://efforti.eu/files/sites/default/files/2019-05/efforti_summary_case%20studies.pdf
https://genderaction.eu/wp-content/uploads/2020/06/Gender-equality-and-RI-performance-go-hand-in-hand.pdf
https://genderaction.eu/wp-content/uploads/2020/06/Gender-equality-and-RI-performance-go-hand-in-hand.pdf
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countries and organisations. Wroblewski (414) showed that the higher a country’s gender 
equality score, as measured by the EIGE Gender Equality Index, the higher its innovation 
potential, as measured by the European innovation scoreboard (415) (the data from the 2022 
European innovation scoreboard and EIGE’s 2022 Gender Equality Index were used by the 
study team and reproduce the results of the correlation, which is presented in Figure 5). As 
a result, there are indications that strong and comprehensive gender equality policies are 
part and parcel of any creditable effort to increase countries’ innovation potential. 

Figure 5. Association between EIGE’s Gender Equality Index and the research excellence 
and innovation index, measured by the European innovation scoreboard, 2022 

NB: Data are unavailable for Albania, Armenia, Bosnia and Herzegovina, Faroes, Georgia, Iceland, Israel, 
Kosovo (*), Moldova, Montenegro, Morocco, North Macedonia, Norway, Serbia, Switzerland, Tunisia, Türkiye, 
Ukraine and the United Kingdom.  
(*) This designation is without prejudice to positions on status, and is in line with UNSCR 1244/1999 and the 
ICJ Opinion on the Kosovo declaration of independence. 
Sources: Study consortium’s calculations, based on EIGE’s 2022 Gender Equality Index and the European 
innovation scoreboard 2022. 

 

However, some indicators show that women mostly work as researchers in countries that are 
lagging behind in R&D performance. According to the European Commission’s She Figures 
2021 report, high women researcher FTE employment rates are correlated with low national 
investments in R&D. The highest proportions of women work as researchers in North 
Macedonia, Serbia, Latvia, Bosnia and Herzegovina, Croatia, Montenegro, Bulgaria and 

 

(414) Genderaction (2020), ‘D 3.2 monitoring of ERA priority 4 implementation’ (https://genderaction.eu/wp-
content/uploads/2020/03/D3.2._MonitoringERApriority4implementation.pdf). 

(415) European Commission, ‘EIS-RIS 2021 – European and regional innovation scoreboards 2021’ 
(https://ec.europa.eu/research-and-innovation/en/statistics/performance-indicators/european-innovation-
scoreboard/eis ). 

https://genderaction.eu/wp-content/uploads/2020/03/D3.2._MonitoringERApriority4implementation.pdf
https://genderaction.eu/wp-content/uploads/2020/03/D3.2._MonitoringERApriority4implementation.pdf
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Romania, where national R&D expenditures are the lowest (416). This is a likely explanation 
for the negative correlation between research excellence and innovation and women’s 
research employment in the HES. Through the analysis of Eurostat’s data on women 
researchers and European innovation scoreboard innovation scores, shown in in Figure 6, 
the study team observed that, the higher the innovation score for a country, the lower its 
proportion of women researchers in the HES. As explained in the analysis of the 
GENDERACTION project, an explanation for this could be that a higher proportion of women 
in the sector tends to be observed in the countries with lower R&I expenditure, and can be 
an indication that women are more likely to be willing to take up lower-paid employment. 
Therefore, the share of women in R&I is not the ideal indicator of gender equality in those 
countries (417). 

Figure 6. Association between the proportion of women researchers (FTE) in the HES and 
research excellence and innovation index, measured by the European innovation 
scoreboard, 2019 

 
NB: Data are unavailable for Albania, Armenia, Bosnia and Herzegovina, Faroes, Finland, Georgia, Iceland, 
Israel, Kosovo, Moldova, Montenegro, Morocco, North Macedonia, Norway, Serbia, Switzerland, Tunisia, 
Türkiye, Ukraine and the United Kingdom. The reference periods were different in France (2017), the 
Netherlands (2012) and Iceland (2011). 
Source: Study consortium’s calculations, based on European innovation scoreboard and the Eurostat dataset 
‘R&D personnel by sector of performance, professional position and sex’ (rd_p_persocc), accessed 17 June 
2022. 

At the organisational level, the presence of GEPs in RPOs is positively associated with 
innovation and excellence indicators. Moreover, a country’s Gender Equality Index is 
strongly associated with a higher share of RPOs with GEPs, and with a higher share of 
women in R&I decision-making boards. Along with providing data on this matter, the study 

 

(416) European Commission, DG Research and Innovation, She Figures 2021 – Gender in research and innovation: 
Statistics and indicators, Publications Office of the European Union, Luxembourg, p. 166 
(https://op.europa.eu/en/web/eu-law-and-publications/publication-detail/-/publication/67d5a207-4da1-11ec-
91ac-01aa75ed71a1). 

(417) Genderaction (2020), ‘Gender equality and research and innovation performance go hand in hand’, Briefing 
Note No 1 (https://genderaction.eu/wp-content/uploads/2021/07/GENDERACTION_Briefing-Note_Gender-
equality-and-research-performance.pdf). 

https://op.europa.eu/en/web/eu-law-and-publications/publication-detail/-/publication/67d5a207-4da1-11ec-91ac-01aa75ed71a1
https://op.europa.eu/en/web/eu-law-and-publications/publication-detail/-/publication/67d5a207-4da1-11ec-91ac-01aa75ed71a1
https://genderaction.eu/wp-content/uploads/2021/07/GENDERACTION_Briefing-Note_Gender-equality-and-research-performance.pdf
https://genderaction.eu/wp-content/uploads/2021/07/GENDERACTION_Briefing-Note_Gender-equality-and-research-performance.pdf
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team’s analysis of the associations between the EIGE Gender Equality Index, women in the 
highest decision-making positions across types of research organisations, and research 
organisations taking actions and measures towards achieving gender equality are provided 
in Figure 7 (418). 

Figure 7. Association between gender equality score and proportion of research 
organisations that took action or measures to improve gender equality, by type of 
organisation, 2020 

  
NB: Data are unavailable for Albania, Armenia, Georgia, Hungary, Latvia, Luxembourg, Moldova, Montenegro, 
North Macedonia, Romania, Serbia, Tunisia, Ukraine and the United Kingdom. PRO, public research 
organisation. 
Source: Study consortium’s calculations, based on EIGE’s 2020 Gender Equality Index and European 
Commission and DG Research and Innovation (2021), She Figures 2021, Publications Office of the European 
Union, Luxembourg. 
 

The literature review identified some further examples of the evidence that makes links 
between gender equality objectives and productivity. A review of two German flagship 
programmes aiming to increase the representation of women in science suggests that these 
programmes may have had a positive effect on productivity in science in general (419). A study 
conducted through the EFFORTI project has found that following the introduction of these 
programmes (the women professorship programme and the pact for research and innovation) 
women’s participation in formulating scientific publications has increased to a greater extent 
than their overall numbers (420). In addition to the literature review, the results of the survey 
show that 56 % of respondents (n = 37) who participated in EU-funded projects agreed or 

 

(418) Ibid. 
(419) Bührer, S., Kalpazidou Schmidt, E., Palmén, R. and Reidl, S. (2020), ‘Evaluating gender equality effects in 

research and innovation systems’, Scientometrics, Vol. 125, No. 2, pp. 1459–1475. 
(420) Ibid. 
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strongly agreed that GEP implementation increased the productivity of researchers. The 
encouragement of women researchers to pursue professorship careers, to apply for 
international funding and to carry out research projects due to the implementation of GEPs 
was noted to have increased the effectiveness of research at technological institutes in 
Ireland that participated in the activities of the Gender-NET, Gender-NET Plus and Systemic 
Action for Gender Equality projects. The technological institutes became more research 
oriented, progressively developing into technical universities. At Trinity College Dublin, the 
percentage of grant funding brought to the university by women researchers was also noted 
to be growing, as referenced in case study 1. These findings suggest that the increase in 
the share of women may have enhanced general productivity in science and research. 

Finally, existing literature suggests that improved gender balance can result in a higher 
quality of research, and better problem-solving (421). The presence of women in the 
scientific workforce in health sciences can lead to more interdisciplinary research and the 
incorporation of a gender perspective, which is more often included by women than men 
researchers (422). Gender equality in research can therefore lead to more rigorous and 
relevant research, especially regarding women’s health (423). 

Case study 1 on the impact of EU funding on GEP development and implementation 
provides further examples of projects that had an impact on R&I quality, efficiency and 
productivity, at both an institutional and a wider level. 

 

(421) Ovseiko, P. V., Taylor, M., Gilligan, R. E., Birks, J., Elhussein, L., Rogers, M. and Buchan, A. M. (2020), ‘Effect 
of Athena SWAN funding incentives on women’s research leadership’, BMJ, Vol. 371. 

(422) Ibid. 
(423) Ibid. 
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9. Main challenges to and policy gaps in advancing inclusive 
gender equality plans in the new ERA 

Intersectionality between gender and other social categories is emerging as an 
important element of equality policies within R&I. The approach to inclusive gender 
equality in R&I proposed by the European Commission, initially through its communication of 
30 September 2020 ‘A new ERA for research and innovation’ (424), acknowledges that ‘other 
characteristics such as racial and ethnic origin, disability, socioeconomic background or 
sexual orientation interact and can reinforce intersectional and specific forms of 
discrimination that may limit the impact of measures focused only on one characteristic’ (425). 
This is in line with the Ljubljana Declaration on gender equality in research and innovation, 
later endorsed by a large majority of Member States as well as by the European 
Commission (426), which aims to ensure fair, open, inclusive and gender-equal careers in 
research, and integrate intersectional perspectives on gender inequalities. Evidence on 
progress in the uptake and effective implementation of inclusive GEPs is scarce, but some 
progress has been observed. R&I organisations in Europe have begun to develop inclusive 
GEPs and action plans, some of which have emphasised the value of diversity among 
researchers and students (427). In the new ERA, GEPs are to be conceptualised as inclusive 
and designed to address several key dimensions: (1) intersectional inequalities and the 
inclusiveness of gender equality in relation to race/ethnicity, age, sexual orientation and 
disability, among other things; (2) inclusiveness in relation to geographical balance and the 
aim of reducing the gaps in the implementation of gender equality measures in R&I across 
ERA countries; and (3) inclusiveness across sectors, with the involvement of the private 
sector (428). 

Inclusive gender equality policies and plans are coherent actions that consider how 
the linkages between gender and certain other characteristics drive inequality and 
seek to implement actions that address these issues consistently. Previous research 
finds that R&I organisations in Europe are starting to develop initiatives that address 
inequalities from the perspective of the intersection of gender with other characteristics (e.g. 
ethnicity, disability and sexual orientation). The existing measures that support the inclusion 
of individuals with a variety of characteristics tend to be placed in the context of policy and 
legal frameworks that seek to combat discrimination, promote social inclusion, and enhance 
the socioeconomic impact and relevance of research outputs; diversify the staff in R&I 
organisations in the context of globalisation; and support the social dimension of higher 
education (which should interlock accessibility, equity, diversity and inclusion dimensions 
across all laws, policies and practices concerning higher education) (429). Key examples of 
approaches to formulating inclusive GEPs are discussed in detail in policy brief 5, on 

 

(424) European Commission (2020), Commission communication – A new ERA for research and innovation 
(COM(2020) 628 final) (https://eur-lex.europa.eu/legal-content/EN/TXT/?uri=COM%3A2020%3A628%3AFIN). 

(425) European Commission (2022), Towards Inclusive Gender Equality in Research and Innovation, Publications 
Office of the European Union, Luxembourg (https://apre.it/wp-
content/uploads/2022/07/KI0122349ENN.en_.pdf). 

(426) https://www.gov.si/en/news/2021-11-25-the-ljubljana-declaration-on-gender-equality-in-research-and-
innovation/. 

(427) European Commission, DG Research and Innovation (2022), Towards Inclusive Gender Equality in Research 
and Innovation, Publications Office of the European Union, Luxembourg 
(https://data.europa.eu/doi/10.2777/162481). 

(428) ERAC SWG GRI (2021), Gender Equality Plans as a Catalyst for Change, Brussels, p. 31 
(https://data.consilium.europa.eu/doc/document/ST-1202-2021-INIT/en/pdf). 

(429) European Commission, DG Research and Innovation (2022), Approaches to inclusive gender equality in 
research and innovation (R&I), Publications Office of the European Union, Luxembourg 
(https://data.europa.eu/doi/10.2777/004694). 

https://eur-lex.europa.eu/legal-content/EN/TXT/?uri=COM%3A2020%3A628%3AFIN
https://apre.it/wp-content/uploads/2022/07/KI0122349ENN.en_.pdf
https://apre.it/wp-content/uploads/2022/07/KI0122349ENN.en_.pdf
https://www.gov.si/en/news/2021-11-25-the-ljubljana-declaration-on-gender-equality-in-research-and-innovation/
https://www.gov.si/en/news/2021-11-25-the-ljubljana-declaration-on-gender-equality-in-research-and-innovation/
https://data.europa.eu/doi/10.2777/162481
https://data.consilium.europa.eu/doc/document/ST-1202-2021-INIT/en/pdf
https://data.europa.eu/doi/10.2777/004694
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intersectional approaches to achieving inclusive gender equality (specifically promising 
practices and remaining barriers). 

There are a variety of challenges to designing, implementing and monitoring the 
implementation of inclusive GEPs. Some of these challenges are more general in nature 
and result in barriers to achieving the objectives of GEPs overall, while some are specific to 
GEPs that include an intersectional perspective. They are caused by a multitude of interacting 
factors related to the general policy and legal framework supporting gender equality at the 
national level, such as approaches, administrative processes, and institutional or cultural 
resistance to change at the institutional level; a lack of systematic and comparable data 
(particularly on diversity markers other than gender indicators) to support the identification of 
needs and problems; and individuals’ preferences and attitudes towards the diversity of 
individuals in top management positions in different institutions. The evidence gathered 
reveals several key challenges to achieving the objectives of inclusive GEPs at the 
national and institutional levels, which are as follows. 

• The lack of a shared understanding of inclusive approaches to gender equality 
and GEPs poses a significant challenge. Notwithstanding ongoing efforts at the EU and 
national levels, inclusive GEPs are still in the early stages, and different countries 
conceptualise approaches towards ensuring inclusiveness and gender equality in 
different ways, following diverse national traditions and inequality structures. This lack of 
a common understanding impedes the systematic review of outcomes and impacts. It 
also hinders the provision of a clear overview of the types of actions that are included 
under the intersectionality umbrella at the level of institutions and organisations, and 
which types of groups/characteristics and intersecting patterns of inequalities they 
address. 

• Alongside other, more general, challenges, a key barrier to achieving the objectives of 
inclusive GEPs in R&I is low awareness and understanding of how gender interacts 
with other personal and social characteristics to create complex and lasting 
disadvantages. 

• Understanding how general gender equality principles should be transformed into 
concrete actions is an equally relevant and critical challenge (430). Our survey results 
show that 35 % of respondents from organisations who answered questions on the 
implementation of GEPs (n = 165) found that a lack of or limited expertise or know-how 
on developing a GEP is a barrier to GEP implementation. Respondents from public RPOs 
rated this as a limiting barrier (25 %) more often than those from public HEIs (16 %). 
Furthermore, insufficient expertise in developing a GEP was more often rated as limiting 
by smaller organisations, with up to 250 employees (26 % compared with 15 %) than by 
respondents from large organisations. Indeed, a lack of knowledge in merging gender 
equality and diversity, and a lack of guidance and good practices in other institutions 
were mentioned by multiple respondents as barriers to GEP development. 

• Securing the buy-in of key stakeholders at the right time in the process is key; 
however, it can result in additional challenges, even if there is a good level of 
understanding in organisations about what should be done. Indeed, this was identified 
as a challenge for survey respondents: 46 % of respondent organisations (n = 165) 
stated that limited support from employees and staff members was a barrier to 
implementing GEPs, while 36 % of organisations highlighted the challenge of limited 

 

(430) Ibid. 
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support from management, and 23 % of organisations expressed that limited buy-in from 
external stakeholders posed difficulties when implementing their plans. It appears that, 
while key decision-makers and middle-management staff are essential in supporting 
gender equality and inclusion work, it is also critical to secure the buy-in of the individuals 
whom the measures target. This is key to nurturing individuals’ openness to disclosing 
personal characteristics during recruitment processes and, once hired, to reporting 
experiences of discrimination. 

• There is a need for robust, systematically collected and disaggregated data that 
take into account intersectional aspects. Good and robust data on gender issues and 
other characteristics (e.g. racial and ethnic origin, disability, socioeconomic background 
and sexual orientation) are essential to identify and understand challenges at the 
institutional level, but also at the national level. While inclusive GEPs are being promoted 
by policymakers at the EU and national levels in some countries, and are starting to be 
designed and implemented, one of the challenges stakeholders face is the lack of data 
on many of the dimensions considered (e.g. sexual orientation) (431). 

• A lack of data makes it difficult to develop and target specific actions in the absence of 
an understanding of the main needs (432). Good data are critical for building an 
understanding of the existing problems in different contexts and designing approaches 
and action plans that tackle them systematically and sustainably. Data protection 
legislation adds further complexities, as at times it can mean that organisations are 
unable to collect relevant data. Indeed, in their open answers to the survey, some 
respondents mentioned the difficulties in obtaining data for diversity due to the general 
data protection regulation and how the small size of an organisation can restrict its ability 
to keep responses anonymous and measure certain aspects of gender equality, such as 
salary gaps. In such cases, there is a need for institutions to carefully consider how they 
can address data sensitivities (e.g. around data disclosing disability or ethnicity). There 
have been recent developments in Germany, where research organisations are 
considering how to collect ethnicity data (433). The ‘She figures 2021’ policy brief on 
intersectionality identifies good practices for collecting intersectional equality data but 
emphasises that intersectional data are largely missing and that the She Figures 
documentation does not include indicators that comprehensively measure intersectional 
dimensions other than the one developed to measure the integration of intersectional 
aspects in Horizon 2020 projects (434). There are nonetheless national data collection 
activities that seek to gather data on various diversity indicators. For instance, in the 
United Kingdom, data are collected and analysed about staff age, disability, ethnicity, 
and occupation classification, and about the gender, ethnicity and disability of applicants 
for research funding (435). In Ireland, the HEA collects and analysed data on race equality 
in higher education, and the SFI plans to start collecting data about race, gender identity 
and sexual orientation, disability, gender, family status, age, religion and belonging to 

 

(431) European Commission, DG Justice and Consumers (2017), Analysis and comparative review of equality and 
data collection practices in the European Union – Data collection in the field of ethnicity, Publications Office of 
the European Union, Luxembourg 
(https://ec.europa.eu/newsroom/just/document.cfm?action=display&doc_id=45791). 

(432) Interview with a representative of a research organisation in Germany, conducted in 2022. 
(433) Nature (2023), ‘Diversity in German science: Researchers push for missing ethnicity data’ 

(https://www.nature.com/articles/d41586-023-00955-9). 
(434) European Commission, DG Research and Innovation (2021), ‘Policy brief 7 – Intersectionality’, in She Figures 

2021 – Policy briefs, Publications Office of the European Union, Luxembourg (https://op.europa.eu/en/web/eu-
law-and-publications/publication-detail/-/publication/d9fbd9da-4da0-11ec-91ac-01aa75ed71a1). 

(435) Higher Education Statistics Agency, ‘Higher education staff statistics: UK, 2019/20’ 
(https://www.hesa.ac.uk/news/19-01-2021/sb259-higher-education-staff-statistics). 

https://ec.europa.eu/newsroom/just/document.cfm?action=display&doc_id=45791
https://www.nature.com/articles/d41586-023-00955-9
https://op.europa.eu/en/web/eu-law-and-publications/publication-detail/-/publication/d9fbd9da-4da0-11ec-91ac-01aa75ed71a1
https://op.europa.eu/en/web/eu-law-and-publications/publication-detail/-/publication/d9fbd9da-4da0-11ec-91ac-01aa75ed71a1
https://www.hesa.ac.uk/news/19-01-2021/sb259-higher-education-staff-statistics


 

117 
 

the Traveller community (436). Moreover, in some cases, outcomes of GEP-related 
measures cannot be measured in real time owing to the nature of the targets that are 
set (437). 

• Insufficient financial, human and organisational resources, lacking sustainability, 
also post a challenge. Budget constraints for personnel, training and professorships, and 
a limited number of career opportunities in universities, are pressures that are built into 
HEIs and other research organisations. These factors limit the resources available at the 
institutional level to effectively design and implement inclusive GEPs. The lack of 
organisational and human resources dedicated to implementing and monitoring 
(inclusive) GEPs and/or gender equality work more broadly is also a barrier that is often 
cited in existing research and in stakeholder consultations (438). This was also a clear 
finding that emerged from the survey analysis: a lack of or limited human resources was 
identified as the main barrier for organisations that do not currently have GEPs and are 
not planning to adopt one (62 % of 14 organisations) (439), with limited financial resources 
mentioned as the second largest challenge (50 % of 14 organisations). These 
respondents mentioned that resources (dedicated staff, technical support and funding) 
would encourage the setting-up of GEPs. Insufficient financial resources were identified 
as the greatest barrier for organisations implementing GEPs (60 % of 165 organisations), 
with insufficient human resources mentioned as the second greatest challenge (57 % of 
165 organisations) to the implementation of their GEPs. A lack of human resources and 
scarcity of financial resources were also highlighted as two of the main barriers faced 
while developing GEPs (57 % of organisations developing GEPs (n = 26) mentioned the 
challenge of limited human resources, and 48 % mentioned the challenge of limited 
financial resources). Financial resources were flagged as more of a barrier to GEP 
implementation for EU-13 countries (63 %) than for older and more established (EU-14) 
countries (38 %). Similarly, respondents from organisations that participated in EU-
funded projects related to GEP rated funding as more of a limiting barrier to the 
implementation of GEPs than organisations that did not participate in EU-funded projects 
related to GEP (52 % compared with 36 %). 

• Increased financial resources could contribute to supporting more staff/students 
to join or return to research organisations (440), and to recruiting, building and 
retaining gender and diversity expertise to support inclusive GEP objectives. Additional 
financial resources would support activities that incentivise students from diverse 
backgrounds to apply to or join R&I institutions that are known for providing an inclusive 
educational and work environment. Financial and human resources that are not 
dedicated specifically to the proper implementation of GEP measures may also be 
insufficient due to a lack of focus and competing priorities (441) or staff being 
overburdened by other tasks and expected to take on GEP-related activities in addition 
to their full-time jobs (442). Moreover, increased financial allocations will not be sufficient 
to support the implementation of inclusive GEPs and achieve their objectives if they are 

 

(436) HEA (2020), Race Equality in the Higher Education Sector (https://hea.ie/assets/uploads/2021/10/HEA-Race-
Equality-in-the-Higher-Education-Sector-Analysis-commissioned-by-the-Higher-Education-Authority-1.pdf). 

(437) EIGE (n.d.), ‘Resistance and common challenges – and how to overcome them’ 
(https://eige.europa.eu/gender-mainstreaming/toolkits/gear/challenges-resistance). 

(438) Ibid. 
(439) Please note that only 14 respondents whose organisations did not have GEPs in place and were not 

considering or had not yet decided on establishing them responded to the survey. As this number is small, the 
analysis should be considered anecdotal evidence rather than robust findings. 

(440) Interview with a representative of an RFO in Austria, conducted in 2022. 
(441) Interview with a representative of an RPO in Greece, conducted in 2022. 
(442) EIGE (n.d.), ‘Resistance and common challenges – and how to overcome them’ 

(https://eige.europa.eu/gender-mainstreaming/toolkits/gear/challenges-resistance). 

https://hea.ie/assets/uploads/2021/10/HEA-Race-Equality-in-the-Higher-Education-Sector-Analysis-commissioned-by-the-Higher-Education-Authority-1.pdf
https://hea.ie/assets/uploads/2021/10/HEA-Race-Equality-in-the-Higher-Education-Sector-Analysis-commissioned-by-the-Higher-Education-Authority-1.pdf
https://eige.europa.eu/gender-mainstreaming/toolkits/gear/challenges-resistance
https://eige.europa.eu/gender-mainstreaming/toolkits/gear/challenges-resistance
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not sustainable. Contributing to positive changes in inclusive gender equality is a long-
term process that requires commitment and resources that support it adequately. Hence, 
project-based funding, which is limited in time and impedes sustainable GEP-related 
activities, is one of the most critical challenges to achieving (inclusive) GEP objectives, 
as short-term activities are unlikely to result in significant and sustainable changes in 
gender equality indicators (443). 

• Moreover, a lack of or limited capacities for the institutional changes required to 
underpin the development or implementation of a GEP (e.g. co-creation, negotiation 
skills, participatory approaches) was identified by 72 respondents to the survey (50 % of 
165 respondents) as a barrier to implementing their plans. This emerged as a challenge 
affecting EU-13 countries more heavily than EU-14 countries (44 % of EU-13 mentioned 
this as a barrier, compared with 28 % of respondents from EU-14 countries). 

• Failure to recognise that gender equality issues exist and are compounded by 
challenges related to other social characteristics, and resistance to improving 
outcomes are other key challenges. While the EU is a world leader in gender equality, 
there is still room for improvement, and overcoming gender and diversity inequalities is 
as important as ever in general, but also in contexts in which there is more resistance to 
improving gender equality in general and particularly in R&I. For example, the open-
question survey responses indicate that, for some respondents from organisations 
implementing GEPs, there is resistance to implementing measures in GEPs or gender 
equality policies overall. Respondents mentioned that some members of their 
communities do not perceive the need for GEPs, because they refuse to accept that 
inequality exists or they deny concepts such as gender bias. In some cases, respondents 
mentioned that GEPs are perceived as unnecessary because their organisation’s 
situation with regard to gender equality is already satisfactory, with GEPs viewed as 
heavy administrative and bureaucratic burdens. Indeed, for some respondents from 
organisations that do not have GEPs and are not planning to adopt one (n = 14), there 
is no perceived need to implement a GEP, as they find their current institutional practices 
to be sufficient. 

• The successive She Figures reports show long-standing evidence of gender inequalities 
in R&I. The pandemic and the closing of schools revealed some of the most significant 
and lingering gaps in gender equality, with women being more affected and needing to 
reduce their work commitments or even drop out of the workforce in order to care for 
their children and support their education (444). The persistently low share of women 
scientists in top positions is one of the indicators that progress is still needed to achieve 
gender equality. Given that measures such as quotas are generally not mandatory unless 
included in binding legislation or regulations, progress depends on the strategic vision 
and ambitions of individual institutions (445). Existing research indicates that specific 
measures in GEPs, such as introducing quotas or changing promotion processes and 
criteria, are areas that generate resistance at different levels (446). Moreover, there is 
evidence of persistent inequality, discrimination and harassment based on sexual 
orientation, ethnic and gender identity in the EU (447). Systematic data on inequalities in 

 

(443) Ibid. 
(444) Interview with a representative of an EU institution, conducted in 2022. 
(445) Interview with a representative of an RPO in Spain, conducted in 2022. 
(446) EIGE (n.d.), ‘Resistance and common challenges – and how to overcome them’ 

(https://eige.europa.eu/gender-mainstreaming/toolkits/gear/challenges-resistance). 
(447) European Union (2019), ‘Discrimination in the European Union’ 

(https://europa.eu/eurobarometer/surveys/detail/2251); European Union Agency for Fundamental Rights (FRA) 

 

https://eige.europa.eu/gender-mainstreaming/toolkits/gear/challenges-resistance
https://europa.eu/eurobarometer/surveys/detail/2251
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R&I is very limited, which poses significant barriers to assessing the needs on the ground 
and designing GEPs that adequately respond to them. Existing findings suggest that 
researchers with ethnic minority, migrant or refugee backgrounds are under-represented 
in senior academic and leadership positions, receive lower wages, are exposed to implicit 
bias in recruitment and assessment processes, and are more likely to experience 
prejudice, harassment and exclusion from informal networks (448). These experiences 
may be compounded by additional socioeconomic disadvantages and excluding 
practices in R&I settings (449). Notwithstanding remaining barriers, some stakeholders 
perceive gender equality as currently being more widespread as a message and more 
normalised than before (450), which supports the achievement of (inclusive) GEP 
objectives indirectly at least in some settings. Glaring inequalities are nevertheless highly 
persistent. 

• There is genuine commitment to achieving inclusive GEP objectives at the level of top 
leadership of R&I institutions and accountability for outcomes. Insufficient will or 
prioritisation of (inclusive) gender equality in R&I at the top management levels is 
perceived by stakeholders as one of the key challenges to achieving (inclusive) gender 
equality objectives (451). Survey respondents also flagged limited support and 
commitment from management as a challenge, with 42 % (n = 10) of organisations 
mentioning that this was a barrier while developing their GEPs (out of the 26 respondents 
who answered the question about GEP development), and 36 % (n = 59) of 
organisations mentioning that this was an issue while implementing their GEPs (out of 
the 165 respondents that commented on GEP implementation). This was also the second 
highest barrier to establishing GEPs for organisations that do not currently have GEPs 
and are not planning on adopting them (50 % (n = 7) selected limited support and 
commitment from management as a barrier). Regarding GEP implementation, 
respondents explained that there was a lack of willingness and commitment from 
leadership, with some organisational leaders treating GEP as an administrative burden, 
or as a ‘politically correct’ exercise. Respondents also mentioned that resistance or lack 
of support from leadership was due to fears of political attacks by religious organisations 
or because of the reluctance of conservative professors to engage in GEP 
implementation. 

• Indeed, in cases in which commitment is not genuine, receiving funding for implementing 
GEPs can become a box-ticking exercise that is needed to boost funding at the 
institutional level, but may not lead to sustainable changes (452). Cultural factors and 
institutional structures are equally important and continue to be a barrier to achieving 
inclusive GEP objectives, as, in some countries, historical structures in HEIs encourage 
the progression of men in leadership positions (including professorships) and do not 
actively encourage the ascension in the hierarchy of individuals with diverse 
characteristics (women, people with disabilities, etc.) (453). The perception that gender 

 

(2017), Second European Union Minorities and Discrimination Survey – Main results, Publications Office of the 
European Union, Luxembourg (https://fra.europa.eu/en/publication/2017/second-european-union-minorities-
and-discrimination-survey-main-results). 

(448) European Commission, DG Research and Innovation (2022), Approaches to inclusive gender equality in 
research and innovation (R&I), Publications Office of the European Union, Luxembourg 
(https://data.europa.eu/doi/10.2777/004694). 

(449) Work Research Institute (2016), ‘“Being a Foreigner is No Advantage” – Career paths and barriers for 
immigrants in Norwegian academia, Oslo (https://kifinfo.no/sites/default/files/r2016_12_beingaforeigner.pdf). 

(450) Interview with a representative of an RPO in Spain, conducted in 2022. 
(451) Interview with a representative of an RPO in Greece, conducted in 2022. 
(452) Interview with a representative of an RPO in Spain, conducted in 2022. 
(453) Interview with a representative of an RFO in Austria, conducted in 2022. 

https://fra.europa.eu/en/publication/2017/second-european-union-minorities-and-discrimination-survey-main-results
https://fra.europa.eu/en/publication/2017/second-european-union-minorities-and-discrimination-survey-main-results
https://data.europa.eu/doi/10.2777/004694
https://kifinfo.no/sites/default/files/r2016_12_beingaforeigner.pdf
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equality principles contradict excellence and meritocracy also drives resistance to the 
prioritisation of inclusive gender equality measures (454). 

• Actions supporting inclusive GEP objectives can be fragmented and lack political 
and policy support. Countries where gender equality policies and legal frameworks are 
less developed also face the added challenge of not having support from national 
authorities and an institutional framework that supports gender equality in general and/or 
GEP implementation in particular. In such cases, achieving (inclusive) GEP objectives 
relies on bottom-up actions and on specific individuals and financial resources that are 
likely to be time-limited and not sustainable, and any outcomes are limited to specific 
institutional contexts (455). When national policies do not include sufficient incentives for 
organisations to systematically support gender equality requirements, synergies and 
sustainable results lag behind (456). In these contexts, if organisations or institutions have 
limited remits for implementing GEPs or setting up gender equality structures, there are 
also inherent limits to what can be (sustainably) achieved (457). However, it should also 
be noted that the survey analysis revealed that regulations or policies that do not support, 
or even hinder, GEP implementation at the national or regional level were not a limiting 
factor (0 %) for respondents from organisations that currently do not have GEPs and are 
not planning on adopting them (n = 14). Among representatives of organisations who 
answered questions on the implementation of their GEPs (n = 165), only 28 % mentioned 
that national or regional policy support was a limiting factor (this factor was among the 
least common challenges to implementing GEPs). Representatives of organisations who 
commented on the barriers faced while developing GEPs also listed this as one of the 
least prominent challenges to GEP development (29 % of 26 respondents flagged that 
this was a barrier, while 63 % flagged the barrier of a lack of relevant data). 

• A more general involvement in and awareness of inclusive gender equality across 
specialisations and research topics is another barrier. Insufficient awareness of 
gender inequality in the R&I community but also among the wider public contributes to 
remaining gaps in achieving gender equality objectives, including the effective 
implementation of (inclusive) GEPs. A concrete example is gender-specific medicine, 
which is not typically known about, especially among older medical professionals (458). 
Gender-specific medicine integrates sex analysis and gender analysis to determine how 
diseases vary between men and women in relation to prevention, symptoms, therapeutic 
methods, diagnosis and even psychological impact. The field has developed significantly 
over the past few decades, with the support of the EU (459). However, it remains 
underdeveloped as a medical approach, although sex and gender aspects and further 
complications caused by intersecting personal or health characteristics contribute to 
different health outcomes for individuals with different sets of characteristics. 

 

(454) EIGE (n.d.), ‘Resistance and common challenges – and how to overcome them’ 
(https://eige.europa.eu/gender-mainstreaming/toolkits/gear/challenges-resistance). 

(455) Interview with a representative of an RPO in Bosnia and Herzegovina, conducted in 2022. 
(456) Interview with a representative of an RFO in Austria, conducted in 2022. 
(457) EIGE (n.d.), ‘Resistance and common challenges – and how to overcome them’ 

(https://eige.europa.eu/gender-mainstreaming/toolkits/gear/challenges-resistance). 
(458) Interview with a representative of an RFO in Italy, conducted in 2022. 
(459) For example, by the FP7-funded Eugenmed project, for which information is available at 

https://cordis.europa.eu/project/id/602050. 

https://eige.europa.eu/gender-mainstreaming/toolkits/gear/challenges-resistance
https://eige.europa.eu/gender-mainstreaming/toolkits/gear/challenges-resistance
https://cordis.europa.eu/project/id/602050
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10. Findings of the benchmarking study 

10.1. Introduction 

As a result of desk research, and consultations with experts and with the European 
Commission, six GEP-supporting initiatives from outside the EU were selected for this 
benchmarking study. These are: 

• the Athena SWAN Charter and the Athena SWAN Awards, in the United Kingdom; 

• the Science in Australia Gender Equity (SAGE) Cygnet Award; 

• the ‘Dimensions: equity, diversity and inclusion’ (Dimensions) initiative, in Canada; 

• the STEM Equity Achievement Change (SEA Change) programme, in the United States; 

• the National Science Foundation (NSF) ‘Advance: organizational change for gender 
equity in STEM academic professions’ (Advance) programme, in the United States; 

• the Norwegian activity and reporting duties based on the country’s equality law. 

10.2. Benchmarked initiatives outside the EU promoting gender equality 
plans 

10.2.1. Athena SWAN Charter and awards (United Kingdom) 

Country context 

Prior to the withdrawal of the United Kingdom from the EU, the country had the sixth highest 
2020 EIGE Gender Equality Index in the EU (460), with its position having increased by 4 pp 
since 2010 (461). While tertiary attainment was increasing among both women and men, the 
index indicates that the uneven concentration of women and men in education is a persistent 
problem. According to She Figures 2021 report, based on data from 2018–2019, in the United 
Kingdom, women constitute 46.6 % of doctoral graduates, compared with 48.1 % at the 
European level (462). They represent 38.75 % of the UK researcher population, which is above 
the percentage at the European level (32.8 %). More women than men work under precarious 
contracts in the HES (2.27 % compared with 1.25 %), yet these values are generally among 
the lowest in Europe (e.g. it is 5.94–7.60 % for the first 28 countries of the EU (EU-28), and 
higher – 7.71–9.01 % – for the EU-27). Regarding the proportion of women among heads of 
institutions in the HES, based on 2019 data, in the United Kingdom women constitute 
24.2 % – that is, a mid-range value when looking at EU and associated countries, with 23.7 % 
being the proportion for the EU-27 and 44.4 % for Latvia, which had the highest result. 

 

(460) Based on 2018 data. 
(461) EIGE (2020), ‘Gender Equality Index 2020: UK’ (https://eige.europa.eu/publications/gender-equality-index-

2020-united-kingdom). 
(462) Data are available at https://ec.europa.eu/research-and-innovation/en/knowledge-publications-tools-and-

data/interactive-reports/she-figures-2021. 

https://eige.europa.eu/publications/gender-equality-index-2020-united-kingdom
https://eige.europa.eu/publications/gender-equality-index-2020-united-kingdom
https://ec.europa.eu/research-and-innovation/en/knowledge-publications-tools-and-data/interactive-reports/she-figures-2021
https://ec.europa.eu/research-and-innovation/en/knowledge-publications-tools-and-data/interactive-reports/she-figures-2021
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About the initiative 

Athena SWAN was established in 2005 by 10 founding university members (463). Initially, it 
was a bottom-up initiative run by high-level women scientists gathered within the SWAN ‘who 
had first come together as a result of the Athena project’, launched in 1999 (464). Athena 
SWAN is now run by the UK Equality Challenge Unit. The unit is part of Advance HE, a charity 
supporting equality and diversity among staff and students in HEIs. 

In 2011, the National Institute for Health and Care Research (NIHR), in the United Kingdom, 
announced the silver Athena SWAN award as an eligibility criterion for its funding. This 
announcement introduced a top-down dimension to the scheme and mobilised interest, 
contributing ‘substantially to its uptake and popularity’ (465). It also raised concerns, for 
example about the fact that Athena SWAN is not a standard-based initiative. Since then, the 
scheme has enjoyed significant growth, with a total of 962 awards granted in 2021. It has 
also received a visible international reception, with adaptations to national contexts – Ireland 
in 2015, the United States in 2017, Australia in 2018 and Canada in 2019, and a pilot in 
India (466) and interest in Japan (467). 

As a certification award scheme, Athena SWAN is based on the Athena SWAN Charter. 
The charter contains fundamental principles (and aspirations) underpinning the initiative, 
including Athena SWAN’s award criteria, and creates a framework for supporting participants. 
The certification scheme has three award levels – bronze, silver and gold – recognising 
different progress in terms of gender equality efforts. The award can be granted to institutions, 
faculties or departments. It is valid for a number of years, after which an entity has to apply 
for a renewal or upgrade. 

While Athena SWAN is a certification award scheme, it can be seen as a GEP-supporting 
initiative, as the award-granting process includes self-assessment, the planning and 
implementation of actions, and learning. Even at the bronze level, the receiving organisations 
need to demonstrate that their structures and processes underpin and recognise gender 
equality work (criterion A); and provide evidence of their recognition of the key issues facing 
the applicant (criterion B) and an action plan to address the key issues identified 
(criterion C) (468). Importantly, in the latest developments of the scheme, the action plan 
should include activities that enable the applicant to evaluate intersectional inequalities in the 
future. The renewal of the bronze award and both higher awards also require the applicant 
to demonstrate their progress against their previously identified priorities. 

 

(463) Equality Change Unit (2014), Evaluating the Athena SWAN Charter: ECU response. 
(464) More information is available at https://blogs.bl.uk/sound-and-vision/2023/02/recording-of-the-week-setting-up-

the-athena-project.html. The story echoes the earlier 1994 initiative of a small group of senior women faculty 
members in the science department at the MIT, which led to the publication of the ‘MIT Report’ and stirred 
debate about gender discrimination institutionally and at the national level; see the history of the report at 
https://wgsvesttribute.mit.edu/history-behind-mit-report. 

(465) Müller, J. and Tzanakou, C. (2022), ‘As gender equality becomes a priority for EU research funding, does 
Europe need Athena SWAN?’ (https://blogs.lse.ac.uk/impactofsocialsciences/2022/03/15/as-gender-equality-
becomes-a-priority-for-eu-research-funding-does-europe-need-athena-swan/); Casper (2020), ‘State of the art 
analysis: Mapping the awarding certification landscape in higher education and research’, Deliverable No 3.3. 

(466) Müller, J. and Tzanakou, C. (2022), ‘As gender equality becomes a priority for EU research funding, does 
Europe need Athena SWAN?’ (https://blogs.lse.ac.uk/impactofsocialsciences/2022/03/15/as-gender-equality-
becomes-a-priority-for-eu-research-funding-does-europe-need-athena-swan/). 

(467) Internal materials sent by interviewee for research purposes. The materials are not publicly available. 
(468) Advance HE (n.d.), Transformed UK Athena SWAN Charter: Information pack for universities (www.advance-

he.ac.uk/knowledge-hub/transformed-uk-athena-swan-charter-information-packs-and-application-forms). 

https://blogs.bl.uk/sound-and-vision/2023/02/recording-of-the-week-setting-up-the-athena-project.html
https://blogs.bl.uk/sound-and-vision/2023/02/recording-of-the-week-setting-up-the-athena-project.html
https://wgsvesttribute.mit.edu/history-behind-mit-report
https://blogs.lse.ac.uk/impactofsocialsciences/2022/03/15/as-gender-equality-becomes-a-priority-for-eu-research-funding-does-europe-need-athena-swan/
https://blogs.lse.ac.uk/impactofsocialsciences/2022/03/15/as-gender-equality-becomes-a-priority-for-eu-research-funding-does-europe-need-athena-swan/
https://blogs.lse.ac.uk/impactofsocialsciences/2022/03/15/as-gender-equality-becomes-a-priority-for-eu-research-funding-does-europe-need-athena-swan/
https://blogs.lse.ac.uk/impactofsocialsciences/2022/03/15/as-gender-equality-becomes-a-priority-for-eu-research-funding-does-europe-need-athena-swan/
https://www.advance-he.ac.uk/knowledge-hub/transformed-uk-athena-swan-charter-information-packs-and-application-forms
https://www.advance-he.ac.uk/knowledge-hub/transformed-uk-athena-swan-charter-information-packs-and-application-forms
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The initiative’s goal was identified as encouraging and recognising commitment to 
advancing the careers of women in science, technology, engineering, mathematics and 
medicine (STEMM) employment (469). However, the initiative now covers all gender identities 
in academic roles in STEMM and arts, humanities, social sciences, business and law 
(AHSSBL), as well as professional, managerial and support staff roles in relation to: 

• their representation; 

• the progression of students into academia; 

• their journey past career milestones; 

• the working environment for all staff. 

At this stage, Athena SWAN does not explicitly consider the integration of the gender 
dimension in R&I content, although such an aspiration could be part of applicants’ plans. 

Athena SWAN has undergone a significant evolution from its inception. Beyond the inclusion 
of AHSSBL, the charter principles were updated in 2015 with a view to (1) empowering 
participants to join a global community through a shared commitment to tackle gender 
inequality and shared principles that align with local gender equality goals; (2) supporting 
greater inclusiveness for people of all gender identities and people facing intersectional 
inequalities; and (3) ensuring that participating institutions, departments and directorates 
recognise and reward staff working on gender equality (470). The transformation of the charter 
and the scheme is expected to bring about a paradigm shift from prescription to autonomy 
and flexibility, with Advance HE moving from being in a position where it conducts an 
assessment to implementing a developmental and supporting approach (471). This also 
includes an aspiration to reduce administrative burden, including a halving of data 
requirements. As highlighted by commentators, ‘The experience of Athena SWAN to revise 
both content and process related features of the Charters was not an easy task – even though 
it was confined within the Higher Education sector in the UK. This opens an important line of 
analysis with respect to a European scheme, where national differences in terms of needs, 
expectations, and resources complicate the overall picture’ (472). 

Athena SWAN has been criticised for its shortcomings in addressing the issue of 
intersectionality (473). With a strong focus on gender, it has been seen as lacking an 
intersectional approach to inclusion in its processes, having limited recognition of other widely 
marginalised identities, such as lesbian, gay, bisexual and transgender (LGBT) identities, 

 

(469) Advance HE (n.d.), ‘Athena SWAN Charter’ (www.advance-he.ac.uk/equality-charters/athena-swan-
charter#overview). 

(470) Advance HE (n.d.), Transformed UK Athena SWAN Charter: Information pack for universities (www.advance-
he.ac.uk/knowledge-hub/transformed-uk-athena-swan-charter-information-packs-and-application-forms). 

(471) Advance HE (n.d.), ‘The transformed UK Athena SWAN Charter’ (www.advance-he.ac.uk/equality-
charters/transformed-uk-athena-swan-charter). 

(472) Müller, J. and Tzanakou, C. (2022), ‘As gender equality becomes a priority for EU research funding, does 
Europe need Athena SWAN?’ (https://blogs.lse.ac.uk/impactofsocialsciences/2022/03/15/as-gender-equality-
becomes-a-priority-for-eu-research-funding-does-europe-need-athena-swan/), drafted as part of the Casper 
project. 

(473) See, for example, Casper (2020), ‘State of the art analysis: Mapping the awarding certification landscape in 
higher education and research’, Deliverable No 3.3; Tzanakou, C. and Pearce, R. (2019), ‘Moderate feminism 
within or against the neoliberal university? The example of Athena SWAN’, Gender, Work & Organization, 
Vol. 26, No 8, pp. 1191–1211; individual interview conducted on 30 August 2022 as part of the benchmarking 
study. 

https://www.advance-he.ac.uk/equality-charters/athena-swan-charter#overview
https://www.advance-he.ac.uk/equality-charters/athena-swan-charter#overview
https://www.advance-he.ac.uk/knowledge-hub/transformed-uk-athena-swan-charter-information-packs-and-application-forms
https://www.advance-he.ac.uk/knowledge-hub/transformed-uk-athena-swan-charter-information-packs-and-application-forms
http://www.advance-he.ac.uk/equality-charters/transformed-uk-athena-swan-charter
http://www.advance-he.ac.uk/equality-charters/transformed-uk-athena-swan-charter
https://blogs.lse.ac.uk/impactofsocialsciences/2022/03/15/as-gender-equality-becomes-a-priority-for-eu-research-funding-does-europe-need-athena-swan/
https://blogs.lse.ac.uk/impactofsocialsciences/2022/03/15/as-gender-equality-becomes-a-priority-for-eu-research-funding-does-europe-need-athena-swan/
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and race and ethnicity (474). The weakness was also apparent in its data collection 
methodology, ‘whereby a quantitative collection of data was ill-positioned to cater to complex 
intersectional inequalities’ (475). With respect to the gender focus itself, the use of the binary 
definitions of gender within the Athena SWAN process has been criticised (476) and seen as 
creating barriers to inclusion, prompting a recommendation to incorporate the idea of gender 
as a spectrum (477). Advance HE has embraced the non-binary notion of gender in its current 
guidance on the collection of diversity monitoring data (478). 

The Athena SWAN Charter has recently been transformed with a view to better addressing 
EDI, and intersectionality in its approach. The transformed principles include, among others, 
commitments to: 

• adopting robust, transparent and accountable processes for gender equality work, 
including embedding EDI in culture, decision-making and partnerships; 

• addressing structural inequalities and social injustices that manifest as different 
experiences and outcomes for staff and students; 

• tackling behaviours and cultures that detract from the safety and collegiality of the work 
and study environments for people of all genders, including not tolerating gender-based 
violence, discrimination, bullying, harassment or exploitation; 

• understanding and addressing intersectional inequalities; 

• fostering a collective understanding that individuals have the right to determine their own 
gender identity, and tackling the specific issues faced by transgender and non-binary 
people because of their identity; 

• examining gendered occupational segregation, and elevating the status, voice and 
career opportunities of any identified undervalued and at-risk groups. 

As underlined in the application guidance, in the Athena SWAN framework applicants are 
encouraged to reflect on and address how their staff and students experience intersectional 
inequalities, particularly the intersection of gender and other characteristics (479). 

Monitoring and evaluation: Framework and implementation 

The Athena SWAN application process requires self-assessment, led by a representative 
self-assessment team (SAT) and informed by staff and student communities. Professional 

 

(474) Casper (2020), ‘State of the art analysis: Mapping the awarding certification landscape in higher education and 
research’, Deliverable No 3.3. 

(475) Ibid. 
(476) Tzanakou, C. and Pearce, R. (2019), ‘Moderate feminism within or against the neoliberal university? The 

example of Athena SWAN’, Gender, Work & Organization, Vol. 26, No 8, pp. 1191–1211. 
(477) Casper (2020), ‘State of the art analysis: Mapping the awarding certification landscape in higher education and 

research’, Deliverable No 3.3. 
(478) Advance HE (2024), Guidance on the Collection of Diversity Monitoring Data – Updated guidance on how to 

collect data about personal characteristics of staff and students in UK higher education (https://www.advance-
he.ac.uk/knowledge-hub/guidance-collection-diversity-monitoring-data). 

(479) Advance HE (n.d.), Transformed UK Athena SWAN Charter: Information pack for universities (www.advance-
he.ac.uk/knowledge-hub/transformed-uk-athena-swan-charter-information-packs-and-application-forms). 

https://www.advance-he.ac.uk/knowledge-hub/guidance-collection-diversity-monitoring-data
https://www.advance-he.ac.uk/knowledge-hub/guidance-collection-diversity-monitoring-data
https://www.advance-he.ac.uk/knowledge-hub/transformed-uk-athena-swan-charter-information-packs-and-application-forms
https://www.advance-he.ac.uk/knowledge-hub/transformed-uk-athena-swan-charter-information-packs-and-application-forms
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services staff with particular responsibility for EDI in the HEIs are usually (though not 
universally) involved in establishing and working with the SATs (480). 

Various methods can be used to engage stakeholders in the self-assessment work, including 
full or pulse surveys, focus groups, interviews, liaisons with networks and unions and town 
hall meetings. The application guidance note also encourages the use of existing data 
collection activities for this purpose in order to avoid consultation fatigue. 

The self-assessment included in the application can be seen as providing a baseline 
measurement for the subsequent monitoring and evaluation of progress towards improving 
equality. The applicants, at both departmental and university levels, should present 
qualitative and quantitative data, including specific datasets in their applications. The 
data required are shown in Table 4. For first-time bronze applications, 3 years of data should 
be presented where possible. In bronze renewal applications, and silver and gold, data 
should be presented covering the period since the previous application. Data should include 
both numbers and proportions for ease of interpretation. Wherever possible, data should be 
disaggregated by gender, grade (for staff data) and subunit (e.g. academic department, 
professional, technical and operational (PTO) directorate or equivalent). Applicants should 
disaggregate their data by the subunit that is most helpful for their gender equality analysis 
and objectives. This, for example, could be by faculty or department. In the case of silver and 
bronze applications, to support the university’s intersectional analysis, applicants should give 
due regard to intersectionality wherever possible (481). With the transformation of the charter, 
there is more emphasis on capturing intersectionality (482). 

Table 4. Data required for the Athena SWAN application 

Quantitative indicators 

• Students at the foundation, undergraduate, postgraduate taught and postgraduate research 
levels 

• Academic staff by contract function 

• Academic staff by contract type 

• PTO staff by job family 

• PTO staff by contract type 

• Applications, shortlist spaces and appointments made in recruitment to academic posts 

• Applications, shortlist spaces and appointments made in recruitment to PTO posts 

• Applications and success rates for academic promotion 

 

(480) Henderson, H. and Bhopal, K. (2021), ‘Narratives of academic staff involvement in Athena SWAN and race 
equality charter marks in UK higher education institutions’, Journal of Educational Policy, Vol. 37, No 5, 
pp. 781–797. 

(481) Advance HE (n.d.), Transformed UK Athena SWAN Charter: Information pack for universities (www.advance-
he.ac.uk/knowledge-hub/transformed-uk-athena-swan-charter-information-packs-and-application-forms). 

(482) Individual interview conducted on 9 August 2022 as part of the benchmarking study. 

https://www.advance-he.ac.uk/knowledge-hub/transformed-uk-athena-swan-charter-information-packs-and-application-forms
https://www.advance-he.ac.uk/knowledge-hub/transformed-uk-athena-swan-charter-information-packs-and-application-forms
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• Applications and success rates for PTO progression 

In addition, the application guidance requires that for departmental applications a 
departmental culture survey should be used for self-assessment purposes, to help 
evaluate institutional culture and identify key gender equality issues. Advance HE created a 
survey for departmental applicants. Departmental applicants have a choice of running the full 
culture survey or embedding the seven ‘core’ questions into existing surveys (483). However, 
as a minimum, the results of the core questions must be included in departmental 
applications. Ideally, the survey should be run no more than a year prior to a department’s 
application submission date. At the university level, the use of this culture survey is not 
mandatory, but desirable. As a new addition to the Athena SWAN Charter, the use of the 
survey by early adopters was under review between 2021 and 2022; however, we were not 
able to identify the results during the benchmarking study. 

The application process has been strongly criticised in the past, including in an 
independent review published in March 2020, for being excessively burdensome and 
resource intensive. As a result of an ongoing transformation process, the burden has been 
reduced, albeit perhaps not yet sufficiently (484). Athena SWAN has departed from using a 
strongly prescriptive approach to the content of applications, which used to contain 10 
sections with specific questions that all had to be answered by applicants. So now fewer data 
are strictly required and there is an emphasis on the assessment being tailored to the 
institutional or departmental context (485). According to an interviewee, the previous process 
did not create sufficient space for outside-the-box thinking. The new one, in turn, did not dilute 
the applications, but brought about more focus (486). The prescriptive element has been 
preserved, however, in the requirement for the assessment and resulting action plan to be 
strictly grounded in data. In other words, strong data collection that forms the foundation for 
planned actions continues to be a priority. 

To ensure effective monitoring and evaluation processes, the participating entities are 
encouraged to prepare specific, measurable, achievable, relevant and time-bound 
(SMART) action plans (487). Participating entities may have different monitoring and 
evaluation arrangements in place depending on the elements of their action plan, including, 
in particular, different indicators. Table 5 presents example indicators used by one university 
whose representative was interviewed for the study. The requirements imposed by Athena 
SWAN relate to applications for the renewal of an award or an upgrade, where institutions 
need to provide progress data from the initial self-assessment. With over 900 entities holding 
awards, it is impossible in the space of this research to identify clear monitoring and 
evaluation trends at the awardee level. However, for example, in one of the universities 
contacted for the benchmarking study the Athena SWAN officer is responsible for monitoring 
and evaluation (488). As part of those responsibilities, she remains in touch with all people 
responsible for actions in the university’s plan. This work is supported by a tailored platform 
with data, developed as a result of previously planned actions. The data on the platform is 
accessible to various parties (schools/departments that may require data for 
applications/renewal), and access is supported by a support assistant responsible for 
gathering the data. As the interviewee noted, a number of reports were developed ‘that we 

 

(483) Advance HE (n.d.), Transformed UK Athena SWAN Charter: Information pack for universities (www.advance-
he.ac.uk/knowledge-hub/transformed-uk-athena-swan-charter-information-packs-and-application-forms). 

(484) Individual interview conducted on 30 August 2022 as part of the benchmarking study. 
(485) Ibid. 
(486) Ibid. 
(487) Ibid. 
(488) Individual interview conducted on 19 August 2022 as part of the benchmarking study. 

https://www.advance-he.ac.uk/knowledge-hub/transformed-uk-athena-swan-charter-information-packs-and-application-forms
https://www.advance-he.ac.uk/knowledge-hub/transformed-uk-athena-swan-charter-information-packs-and-application-forms
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now have access to, whereas previously it would have been colleagues in human resources 
or in various other departments admissions [providing data upon request]. We now have 
those reports and they’re tailored specifically for the datasets that we require. So we’re sort 
of self-sufficient’ (489). 

  

 

(489) Ibid. 
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Table 5. Example indicators used by one of the universities 

Quantitative indicators 

• University staff profile (student profile data comes from SDU) 

• Academic career pipeline profile for STEMM and AHSSBL academic staff 

• Academic and research staff by grade, contract function (research only, teaching and research, 
or teaching only) and gender 

• Academic and research staff by grade, contract function, gender and academic career framework 
domain 

• Number and percentage of women professors, readers, senior lecturers, lecturers and 
researchers in STEMM and AHSSBL 

• Academic and Research staff in STEMM and AHSSBL by career group 

• All academic and research staff by gender and employment band 

• Percentage of band 9 staff and professors in teaching and research 

• Academic and research staff on fixed-term, open-ended/permanent and zero-hour contracts by 
gender 

• Academic leavers by grade and gender 

• Proportion of deans, institute directors and heads of department/school by gender 

• Academic recruitment 

• Academic promotion 

• Number of exit questionnaires/interviews conducted each year (by sex and academic/PSS) for 
2018/2019 and 2019/2020 (to include non-returners from maternity) and percentage of actual 
leavers in the same periods 

• Number of people who took maternity/paternity/adoption leave in 2018/2019 and 2019/2020 by 
sex and academic/PSS and percentage who returned on the basis of a revised contract 

• Number of mitigating circumstances submitted to the research excellence framework by sex and 
outcome reached 

• Number of cases of alleged bullying and harassment and percentage resolved informally 

Source: Obtained from an individual interviewed on 25 July 2022 as part of the benchmarking study. 

While the monitoring arrangement at the initiative level is not clear from the evidence, the 
initiative has been evaluated and/or independently reviewed a number of times. In 
2011, an internal evaluation was conducted, followed by two external evaluations in 2013 
and 2019. The 2013 external evaluation by Loughborough University examined the impact of 
the Athena SWAN Charter on UK HEIs. This included an analysis of the (1) effectiveness of 
the charter in advancing women’s careers in STEMM; (2) sustainability of the changes that 
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HEIs are making as a result of their participation in Athena SWAN; (3) impact of the Athena 
SWAN Charter on the culture and attitudes across the participating HEIs to address 
inequality, including in representation; and (4) suitability of Athena SWAN processes for use 
in complex and busy institutional environments. 

In addition, an independent review was conducted with a related report published in March 
2020. The review exposed several challenges and produced 41 recommendations. To tackle 
the transformation process resulting from these recommendations, the Athena SWAN 
Governance Committee was established. The purpose of the committee is to provide 
assurance, expert advice and guidance to the Advance HE Board, EDI Committee and Peer 
Review Quality Committee on matters relating to the charter (490). It also has a role in the 
initiative’s monitoring, albeit not so much the monitoring of progress as the quality of 
implementation (491). One of the ways in which the governance committee can help to monitor 
the initiative is by attending panel committees to see how the applicants are scored. The 
committee also receives reports of applications, awards, reasons for rejections and statistical 
data. It has the opportunity to ask questions and explore the practices implemented during 
the consideration of applications and provide feedback. 

Impact of the initiative 

Compared with other benchmarked initiatives (see Sections 10.2.2–10.2.6), there is 
considerable evidence related to the functioning, effectiveness and impact of Athena SWAN. 

Much of the evidence points to the positive impact of Athena SWAN on various 
dimensions of equality (representation, career progression, culture and behaviour) at 
the institutional and individual levels. The 2011 internal evaluation found clear evidence 
of the impact of Athena SWAN at the institutional level and for individuals. Subsequent 
external evaluations in 2013 and 2019 offer further insights as to the main areas of impact. 
Other studies have also been published on Athena SWAN, including on its impact. While 
these studies combine quantitative and qualitative insights, they are overwhelmingly 
focused on the perception of impact and not the quantification of actual impact, which 
is an important limitation. 

Staff in entities participating in Athena SWAN share positive perceptions of the 
scheme and its impacts on gender equality. The 2019 impact evaluation of Athena SWAN 
confirms the common beliefs that the charter has had a positive impact on gender issues in 
the participating entities (93 % of survey respondents) and on equality and diversity (78 % of 
survey respondents) (492). 

Some evidence points to Athena SWAN’s positive role in improving gender profiles, 
including in senior positions. The 2019 evaluation identified small but positive 
improvements in the proportion of women staff in all STEMM subject areas (493). It also 
revealed that departments with an award have on average 7 % more women staff than those 
with no award, and on average 4 % more women MSc students; however, it was not able to 

 

(490) Athena SWAN Governance Committee (2020), ‘Terms of reference’ (www.advance-he.ac.uk/charters/athena-
swan-charter/athena-swan-governance-committee). 

(491) Individual interview conducted on 30 August 2022 as part of the benchmarking study. Information on the 
governance committee is available at www.advance-he.ac.uk/charters/athena-swan-charter/athena-swan-
governance-committee. 

(492) Graves, A., Rowell, A. and Hunsicker, E. (2019), An Impact Evaluation of the Athena SWAN Charter, Ortus 
Economic Research Ltd and Loughborough University. 

(493) Ibid. 

http://www.advance-he.ac.uk/charters/athena-swan-charter/athena-swan-governance-committee
http://www.advance-he.ac.uk/charters/athena-swan-charter/athena-swan-governance-committee
http://www.advance-he.ac.uk/charters/athena-swan-charter/athena-swan-governance-committee
http://www.advance-he.ac.uk/charters/athena-swan-charter/athena-swan-governance-committee
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attribute causality (494). The evaluation also found some ‘modest trends towards improvement 
over a three[-]year period in the gender balance in successful promotions to Associate 
Professor / Senior Lecturer / Reader level at both Department and HEI level as well as in the 
proportion of women on job shortlists and the proportion of women appointed’ (495), although 
increasing the representation of women in senior positions remains a challenge. The 2017 
study of staff perceptions at the University of Oxford’s medical school showed, for example, 
the participants’ discontent at the limited effectiveness of the award in this respect (496). 

There is also evidence of no perceivable impact on women’s employment in STEMM. 
The 2015 quantitative study in the medical sector showed that ‘early Athena SWAN adopters 
have not increased women’s participation by more than other schools whose institution[s] 
signed up later’ (497). 

Athena SWAN has been linked to improvements in career development opportunities 
for women. The 2013 evaluation found that career satisfaction, opportunities for training and 
development, knowledge of promotion processes and fairness in the allocation of workload 
were considered better in departments with the silver award and other Athena SWAN award 
categories than in departments with no award (498). Echoing these findings, the 2017 study 
of staff perceptions at the University of Oxford’s medical school found evidence of increased 
career support, with participants appreciating the changes associated with Athena SWAN. 
These changes included the ‘new mentoring schemes, events to increase the visibility of 
women role models, career development seminars and talks about women in science’ and 
early-career funding opportunities (499). These positive perceptions were sustained in 
subsequent years, with the 2019 evaluation showing 78 % of survey respondents believed 
that the charter had had a positive impact on the career progression of women (500). In 
particular, the entities holding gold awards lead the way, with women in them being ‘more 
satisfied with performance/development reviews, more familiar with criteria and processes 
for promotion, [and] more likely to have been encouraged to apply for promotion, to believe 
that there are more flexible working practices, to be more optimistic about career prospects 
and to have a mentoring scheme available to them’ (501). 

Related to career progression, research has shown that Athena SWAN had improved 
on institutional practices within participating HEIs, such as recruitment practices (502). 

 

(494) Ibid. 
(495) Ibid. 
(496) Ovseiko, P., Chapple, A., Edmunds, L. and Ziebland, S. (2017), ‘Advancing gender equality through the 

Athena SWAN Charter for women in science: An exploratory study of women’s and men’s perceptions’, Health 
Research Policy and Systems, Vol. 15, 12 (https://health-policy-
systems.biomedcentral.com/articles/10.1186/s12961-017-0177-9). 

(497) Gregory-Smith, I. (2015), ‘The impact of Athena SWAN in UK medical schools’, Sheffield Economic Research 
Paper Series, No 2015010. 

(498) Munir, F., Mason, C., McDermott, H., Morris, J., Bagilhole, B. and Nevill, M. (2013), Advancing women’s 
careers in science, technology, engineering, mathematics and medicine: Evaluating the effectiveness and 
impact of the Athena SWAN Charter, School of Sport, Exercise and Health Sciences and School of Social 
Sciences, Loughborough University, Loughborough, United Kingdom. 

(499) Ovseiko, P., Chapple, A., Edmunds, L. and Ziebland, S. (2017), ‘Advancing gender equality through the 
Athena SWAN Charter for women in science: An exploratory study of women’s and men’s perceptions’, Health 
Research Policy and Systems, Vol. 15, 12 (https://health-policy-
systems.biomedcentral.com/articles/10.1186/s12961-017-0177-9). 

(500) Graves, A., Rowell, A. and Hunsicker, E. (2019), An Impact Evaluation of the Athena SWAN Charter, Ortus 
Economic Research Ltd and Loughborough University. 

(501) Ibid. 
(502) Munir, F., Mason, C., McDermott, H., Morris, J., Bagilhole, B. and Nevill, M. (2013), Advancing women’s 

careers in science, technology, engineering, mathematics and medicine: Evaluating the effectiveness and 
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She Figures 2021 reports that in Ireland and the United Kingdom, under the Athena SWAN 
Charter, several HEIs have amended their recruitment processes to encourage higher 
numbers of women applicants. The example of the Imperial College London shows that, 
following the implementation of a set of actions, its Department of Materials found that while 
the proportion of women applicants continued to be low, one third of recent appointments 
were women. In addition, the Department of Biotechnology found a significant increase in the 
number of women at the interview stage (from 25 % to 46 %) and those who accept offers 
(from 27 % to 67 %) (503). 

Similarly, evidence points to positive changes in culture and attitudes in participating 
entities related to their implementation of the Athena SWAN Charter, which also 
translates into improved institutional practices. The case study findings in the 2013 
evaluation indicted some cultural changes within participating HEIs, with variations in both 
the nature and the extent of the changes between HEIs (504). Cultural shifts may include 
greater appreciation of caring responsibilities, greater opportunities for challenging 
discrimination and bias, and improvements in communication and transparency of decision 
making, but also apparently mundane changes, as a ‘more appropriate gender balance in 
portraits’ (505). Studies agree that Athena SWAN has created a ‘social space to address 
gender inequality’ (506). 

The changes implemented as a result of the Athena SWAN process appear to have 
been sustainable at least for some HEIs, but some concerns persist. The case study 
findings in the 2013 evaluation suggested that practices introduced as a result of Athena 
SWAN had been incorporated at both the strategic and the operational level within 
participating HEIs (507). The very design of the initiative, as a temporal award requiring 
recurring self-assessment exercises for renewal, increases the chance of the results being 

 

impact of the Athena SWAN Charter, School of Sport, Exercise and Health Sciences and School of Social 
Sciences, Loughborough University, Loughborough, United Kingdom. 

(503) European Commission, DG Research and Innovation (2021), She Figures 2021 – Gender in research and 
innovation: Statistics and indicators, Publications Office of the European Union, Luxembourg 
(https://op.europa.eu/en/web/eu-law-and-publications/publication-detail/-/publication/67d5a207-4da1-11ec-
91ac-01aa75ed71a1). 

(504) Munir, F., Mason, C., McDermott, H., Morris, J., Bagilhole, B. and Nevill, M. (2013), Advancing women’s 
careers in science, technology, engineering, mathematics and medicine: Evaluating the effectiveness and 
impact of the Athena SWAN Charter, School of Sport, Exercise and Health Sciences and School of Social 
Sciences, Loughborough University, Loughborough, United Kingdom. 

(505) Ovseiko, P., Chapple, A., Edmunds, L. and Ziebland, S. (2017), ‘Advancing gender equality through the 
Athena SWAN Charter for women in science: An exploratory study of women’s and men’s perceptions’, Health 
Research Policy and Systems, Vol. 15, 12 (https://health-policy-
systems.biomedcentral.com/articles/10.1186/s12961-017-0177-9). 

(506) Caffrey, L., Wyatt, D., Fudge, N., Mattingly, H., Williamson, C. and McKevitt, C. (2016), ‘Gender equity 
programmes in academic medicine: A realist evaluation approach to Athena SWAN processes’, BMJ Open, 
Vol. 6, No 9, e012090; Ovseiko, P., Chapple, A., Edmunds, L. and Ziebland, S. (2017), ‘Advancing gender 
equality through the Athena SWAN Charter for women in science: An exploratory study of women’s and men’s 
perceptions’, Health Research Policy and Systems, Vol. 15, 12 (https://health-policy-
systems.biomedcentral.com/articles/10.1186/s12961-017-0177-9). 

(507) Munir, F., Mason, C., McDermott, H., Morris, J., Bagilhole, B. and Nevill, M. (2013), Advancing women’s 
careers in science, technology, engineering, mathematics and medicine: Evaluating the effectiveness and 
impact of the Athena SWAN Charter, School of Sport, Exercise and Health Sciences and School of Social 
Sciences, Loughborough University, Loughborough, United Kingdom. 

https://op.europa.eu/en/web/eu-law-and-publications/publication-detail/-/publication/67d5a207-4da1-11ec-91ac-01aa75ed71a1
https://op.europa.eu/en/web/eu-law-and-publications/publication-detail/-/publication/67d5a207-4da1-11ec-91ac-01aa75ed71a1
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sustainable (508). However, research at the medical school of the University of Oxford showed 
that sustainability may still be an issue (509). 

While evidence of an impact of Athena SWAN on gender equality in R&I has been identified, 
the benchmarking research identified limited evidence of the impact on R&I productivity, 
efficiency and quality. 

Factors supporting the impact 

Evidence suggests a strong and positive relationship between the uptake of Athena 
SWAN and funding (510), although assessments of its implications for Athena SWAN 
processes are more nuanced. In July 2011, the Chief Medical Officer for England 
announced that applicants could not expect to be eligible for NIHR biomedical research 
centre funding if the academic partner did not have at least a silver award (511). According to 
the Equality Challenge Unit, as a result, ‘the proportion of Athena SWAN applications … from 
medical and medical-related departments has increased from 7.7 % to 29.7 % … that is a 
significant increase of almost 400 %, which is unparalleled by the relatively stable proportion 
of applications from other STEMM fields encompassed such as engineering’ (512). 

Tzanakou and Pearce notice that the subsequent 2013 statement from Research Councils 
UK also bolstered the momentum of the Athena SWAN initiative, as it formed an expectation 
that funding recipients ‘provide evidence of ways in which equality and diversity issues are 
managed at both an institutional and [a] department level’ (513). The authors observe that 
linking Athena SWAN to funding facilitates constructing the business case for gender 
equality work. They also note that it can serve as a powerful motivational tool. This was 
confirmed by one of our interviewees, who noted, ‘If as an institution, we do not have Athena 
SWAN, we are therefore not able to apply for funding from some of the research councils. So 
that is probably the biggest driver for us’ (514). However, concerns have also been raised that 
the linkage may have shifted the focus from ‘fundamental structural and cultural 

 

(508) Tzanakou, C. and Pearce, R. (2019), ‘Moderate feminism within or against the neoliberal university? The 
example of Athena SWAN’, Gender, Work & Organization, Vol. 26, No 8, pp. 1191–1211. 

(509) Ovseiko, P., Chapple, A., Edmunds, L. and Ziebland, S. (2017), ‘Advancing gender equality through the 
Athena SWAN Charter for women in science: An exploratory study of women’s and men’s perceptions’, Health 
Research Policy and Systems, Vol. 15, 12 (https://health-policy-
systems.biomedcentral.com/articles/10.1186/s12961-017-0177-9). 

(510) See, for example, Munir, F., Mason, C., McDermott, H., Morris, J., Bagilhole, B. and Nevill, M. (2013), 
Advancing women’s careers in science, technology, engineering, mathematics and medicine: Evaluating the 
effectiveness and impact of the Athena SWAN Charter, School of Sport, Exercise and Health Sciences and 
School of Social Sciences, Loughborough University, Loughborough, United Kingdom; Ovseiko, P., Chapple, 
A., Edmunds, L. and Ziebland, S. (2017), ‘Advancing gender equality through the Athena SWAN Charter for 
women in science: An exploratory study of women’s and men’s perceptions’, Health Research Policy and 
Systems, Vol. 15, 12 (https://health-policy-systems.biomedcentral.com/articles/10.1186/s12961-017-0177-9); 
Tzanakou, C. and Pearce, R. (2019), ‘Moderate feminism within or against the neoliberal university? The 
example of Athena SWAN’, Gender, Work & Organization, Vol. 26, No 8, pp. 1191–1211. 

(511) Ovseiko, P., Chapple, A., Edmunds, L. and Ziebland, S. (2017), ‘Advancing gender equality through the 
Athena SWAN Charter for women in science: An exploratory study of women’s and men’s perceptions’, Health 
Research Policy and Systems, Vol. 15, 12 (https://health-policy-
systems.biomedcentral.com/articles/10.1186/s12961-017-0177-9). 

(512) Quoted after Ovseiko, P., Chapple, A., Edmunds, L. and Ziebland, S. (2017), ‘Advancing gender equality 
through the Athena SWAN Charter for women in science: An exploratory study of women’s and men’s 
perceptions’, Health Research Policy and Systems, Vol. 15, 12 (https://health-policy-
systems.biomedcentral.com/articles/10.1186/s12961-017-0177-9). 

(513) Quoted after Tzanakou, C. and Pearce, R. (2019), ‘Moderate feminism within or against the neoliberal 
university? The example of Athena SWAN’, Gender, Work & Organization, Vol. 26, No 8, pp. 1191–1211. 

(514) Individual interview conducted on 25 July 2022 as part of the benchmarking study. 
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change’ to achieving an accolade or ticking a box (515). This perspective was echoed by 
one of our interviewees, who noted that gender equality work should not be done for money 
but ‘because it’s the right thing to do’ (516). 

The urge towards ticking boxes among management has also been identified as 
potentially supporting transformational work within the Athena SWAN processes, as it 
can lend legitimacy to the work of the SATs. It may thus provide space for activism within the 
teams (517). This can support a more formal approach to the implementation of gender 
equality initiatives – one requiring that certain boxes are, indeed, ticked. 

While the box-ticking desire among management can help (or at least not hinder) the work of 
Athena SWAN teams, genuine leadership support can truly facilitate structural and cultural 
changes that the charter advocates (518). Conversely, a lack of such support carries 
detrimental effects for motivation and, consequently, the sustainability of the work (519). 
Tzanakou and Pearce note the element of significant buy-in from leadership for department-
level awards, present in the application process (520). The process supports the embedding 
of the application process in a wider institutional policy context, as letters of 
endorsement from the heads of universities has to include an explanation of how the 
principles of the Athena SWAN Charter are linked to the overall institutional strategy (521). 

Challenges 

The achievement of Athena SWAN’s intended impact is conditional on a multitude of factors, 
many beyond the HER sector. The scheme attempts to change deeply ingrained structural 
and cultural inequalities. It operates within a complex legal and policy environment, and the 
confines of available funding. These should align to maximise impact, but this is not always 
the case. In this context, Ovseiko et al. note, for example, that ‘To address the fundamental 
causes of gender inequality would require cultural change and welfare state policies 
incentivising men to increase their participation in unpaid work in the family, which is beyond 
the scope of higher education and research policy’ (522). 

Beyond wider challenges, capacity issues play a role in successful implementation. 
Evidence suggests that participating entities struggle in relation to both human and financial 

 

(515) Ovseiko, P., Chapple, A., Edmunds, L. and Ziebland, S. (2017), ‘Advancing gender equality through the 
Athena SWAN Charter for women in science: An exploratory study of women’s and men’s perceptions’, Health 
Research Policy and Systems, Vol. 15, 12 (https://health-policy-
systems.biomedcentral.com/articles/10.1186/s12961-017-0177-9). 

(516) Individual interview conducted on 30 August 2022 as part of the benchmarking study. 
(517) Tzanakou, C. and Pearce, R. (2019), ‘Moderate feminism within or against the neoliberal university? The 

example of Athena SWAN’, Gender, Work & Organization, Vol. 26, No 8, pp. 1191–1211. 
(518) Ovseiko, P., Chapple, A., Edmunds, L. and Ziebland, S. (2017), ‘Advancing gender equality through the 

Athena SWAN Charter for women in science: An exploratory study of women’s and men’s perceptions’, Health 
Research Policy and Systems, Vol. 15, 12 (https://health-policy-
systems.biomedcentral.com/articles/10.1186/s12961-017-0177-9); individual interview conducted on 
30 August 2022 a part of the benchmarking study. 

(519) Graves, A., Rowell, A. and Hunsicker, E. (2019), An Impact Evaluation of the Athena SWAN Charter, Ortus 
Economic Research Ltd and Loughborough University. 

(520) Tzanakou, C. and Pearce, R. (2019), ‘Moderate feminism within or against the neoliberal university? The 
example of Athena SWAN’, Gender, Work & Organization, Vol. 26, No 8, pp. 1191–1211. 

(521) Advance HE (n.d.), Transformed UK Athena SWAN Charter: Information pack for universities (www.advance-
he.ac.uk/knowledge-hub/transformed-uk-athena-swan-charter-information-packs-and-application-forms). 

(522) Ovseiko, P., Chapple, A., Edmunds, L. and Ziebland, S. (2017), ‘Advancing gender equality through the 
Athena SWAN Charter for women in science: An exploratory study of women’s and men’s perceptions’, Health 
Research Policy and Systems, Vol. 15, 12 (https://health-policy-
systems.biomedcentral.com/articles/10.1186/s12961-017-0177-9). 
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resources. The case studies for the 2019 evaluation revealed that ‘The level of resources 
required to apply for Athena SWAN is seen as the biggest barrier to participation. For many, 
there are serious questions being asked about whether the investment of time and effort is 
warranted’ (523). The HES has notoriously excessive workloads, and the work done for Athena 
SWAN is often carried out on top of regular commitments. In addition, the application 
process (especially significant data collection) is associated with a significant 
administrative burden (estimated to be equivalent to three FTEs for 1 year by one 
department (524)), in particular related to data collection (525). The recent changes introduced 
in this process – that is, the halving of the administrative burden, may therefore have a 
positive impact in the future, including on the lives of senior women academics. 

Much of the evidence shows that women (and other marginalised groups) shoulder most 
of the administrative burden (526), which, apart from limiting their time for academic 
pursuits, exerts a psychological toll, especially if there is opposition within the institution (527). 
As Caffrey et al. comment, in this way, Athena SWAN unintentionally reproduces gender 
inequalities that it aims to overcome (528). The impact of this work on women’s career 
progression is not clear. While there is evidence suggesting that appointing women to high-
level committees and task forces supports women’s advancement and leadership (529), there 
is also some evidence of detrimental effects (e.g. blaming women involved in the application 
process for institutional failures or hindering promotions) (530). Tzanakou and Pearce note 
that, with responsibilities being assigned based on identity, ‘diversity work in HEIs becomes 
performatively associated with those who embody minority characteristics as visibly women 
or BAME [black, Asian and minority ethnic] members of staff’ (531). The evidence therefore 

 

(523) Graves, A., Rowell, A. and Hunsicker, E. (2019), An Impact Evaluation of the Athena SWAN Charter, Ortus 
Economic Research Ltd and Loughborough University. 

(524) Ibid. 
(525) See, for example, Ovseiko, P., Chapple, A., Edmunds, L. and Ziebland, S. (2017), ‘Advancing gender equality 

through the Athena SWAN Charter for women in science: An exploratory study of women’s and men’s 
perceptions’, Health Research Policy and Systems, Vol. 15, 12 (https://health-policy-
systems.biomedcentral.com/articles/10.1186/s12961-017-0177-9); Tzanakou, C. and Pearce, R. (2019), 
‘Moderate feminism within or against the neoliberal university? The example of Athena SWAN’, Gender, Work 
& Organization, Vol. 26, No 8, pp. 1191–1211. 

(526) See, for example, Muir et al. (2013); Caffrey, L., Wyatt, D., Fudge, N., Mattingly, H., Williamson, C. and 
McKevitt, C. (2016), ‘Gender equity programmes in academic medicine: A realist evaluation approach to 
Athena SWAN processes’, BMJ Open, Vol. 6, No 9, e012090; Ovseiko, P., Chapple, A., Edmunds, L. and 
Ziebland, S. (2017), ‘Advancing gender equality through the Athena SWAN Charter for women in science: An 
exploratory study of women’s and men’s perceptions’, Health Research Policy and Systems, Vol. 15, 12 
(https://health-policy-systems.biomedcentral.com/articles/10.1186/s12961-017-0177-9); Tzanakou, C. and 
Pearce, R. (2019), ‘Moderate feminism within or against the neoliberal university? The example of Athena 
SWAN’, Gender, Work & Organization, Vol. 26, No 8, pp. 1191–1211; Graves, A., Rowell, A. and Hunsicker, E. 
(2019), An Impact Evaluation of the Athena SWAN Charter, Ortus Economic Research Ltd and Loughborough 
University. 

(527) Tzanakou, C. and Pearce, R. (2019), ‘Moderate feminism within or against the neoliberal university? The 
example of Athena SWAN’, Gender, Work & Organization, Vol. 26, No 8, pp. 1191–1211. 

(528) Caffrey, L., Wyatt, D., Fudge, N., Mattingly, H., Williamson, C. and McKevitt, C. (2016), ‘Gender equity 
programmes in academic medicine: A realist evaluation approach to Athena SWAN processes’, BMJ Open, 
Vol. 6, No 9, e012090. 
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(530) Tzanakou, C. and Pearce, R. (2019), ‘Moderate feminism within or against the neoliberal university? The 
example of Athena SWAN’, Gender, Work & Organization, Vol. 26, No 8, pp. 1191–1211. 

(531) Tzanakou, C. and Pearce, R. (2019), ‘Moderate feminism within or against the neoliberal university? The 
example of Athena SWAN’, Gender, Work & Organization, Vol. 26, No 8, pp. 1191–1211. 

https://health-policy-systems.biomedcentral.com/articles/10.1186/s12961-017-0177-9
https://health-policy-systems.biomedcentral.com/articles/10.1186/s12961-017-0177-9
https://health-policy-systems.biomedcentral.com/articles/10.1186/s12961-017-0177-9
https://health-policy-systems.biomedcentral.com/articles/10.1186/s12961-017-0177-9
https://health-policy-systems.biomedcentral.com/articles/10.1186/s12961-017-0177-9


 

135 
 

points to the need for including more men in Athena SWAN work, but also specifically those 
with expertise on gender equality, or EDI more broadly. 

10.2.2. Science in Australia Gender Equality Cygnet Award (Australia) 

Country context 

Women are under-represented in STEM in universities and research institutes in Australia. 
Women represented 17 % of the total STEM-qualified population and 31 % of all STEM 
academics in 2016 (532). The proportion of women in senior positions, which was 14 % in 
2016 in STEM-related areas (533), is particularly concerning. When looking at the workforce, 
women constituted about 12 % of engineers and 28 % of people working in information 
technology, with a pay gap of 11 % in engineering, 12.5 % in science and 20 % in information 
technology (2016) (534). Australia has developed and implemented various legislative and 
governmental instruments and national and sectoral initiatives to enhance gender equality, 
including in STEM, in the last decade (535). In 2012, the Australian government legislated the 
Workplace Gender Equality Act, which established the Workplace Gender Equality Agency 
(WGEA) (536). WGEA, as an Australian government statutory agency, is charged with 
reporting and promoting and improving gender equality in Australian workplaces. The 
Australian government prepared the Advancing Women in STEM Strategy (￼) and the 
Academy of Science, in collaboration with the Australian Academy of Technological Sciences 
& Engineering (ATSE), the Women in STEM Decadal (￼). In 2018, the Australian 
government created the Office of the Women in STEM Ambassador to address gender 
inequities in STEM. Slow changes are being noticed in both the country indicators and the 
global rankings: Australia was ranked 43rd, upgrading seven places since 2021 in the 2022 
Global Gender Index (￼). 

About the initiative 

SAGE is a grassroots initiative organised by the science and research sector. One of the 
main drivers of the initiative’s creation was the fact that not a single woman was elected to 
the fellowship of the Australian Academy of Science (AAS) in 2013 (537). The Australian 
research and academic community decided to adapt the Athena SWAN Charter to enhance 
gender equity, increase gender participation in STEMM and improve gender-related 
workforce outcomes. 

A dedicated pilot project called SAGE (538) was created in 2015 and ran until 2019 to 
adapt Athena SWAN to the Australian context. It was initiated by the AAS in partnership with 
the ATSE and funded by the federal government. Close cooperation between those two 
significant and influential Australian academies helped to implement the initiative in its early 
stages. SAGE was initiated, designed and implemented by the research and higher education 
sector. The AAS and ATSE, as stakeholders, were not only the initiators but also, in a sense, 
the ambassadors of the SAGE pilot. The two academies have a long-standing history of 
cooperation in supporting women in STEMM. They joined forces in designing and developing 

 

(532) Government of Australia, Advancing Women in STEM Strategy 2017 
(https://www.industry.gov.au/publications/advancing-women-stem-strategy/snapshot-disparity-stem). 

(533) Ibid. 
(534) Ibid. 
(535) The Office of the Women in STEM Ambassador (https://womeninstem.org.au/). 
(536) https://www.wgea.gov.au/. 
(537) Individual interview conducted on 4 August 2022 as part of the benchmarking study; SAGE (2014), Science in 

Australia Gender Equity Forum – Summary of workshop findings, internal material. 
(538) https://sciencegenderequity.org.au/. 

https://www.industry.gov.au/publications/advancing-women-stem-strategy/snapshot-disparity-stem
https://womeninstem.org.au/
https://www.wgea.gov.au/
https://sciencegenderequity.org.au/


 

136 
 

documents and national initiatives, such as the women in STEM strategy and the decadal 
plan for Women in STEM. Such collaboration is an excellent example of how strong 
leadership may support and accelerate the changes in gender equity in STEMM (539). 

In November 2019, SAGE changed its legal name to SAGE Ltd and became a fully 
independent entity. It is supported by the founding organisations, AAS and ATSE, and the 
Department of Industry, Science, Energy and Resources. SAGE Ltd is managed by the Board 
of Directors appointed by the two founding academies and led by an independent board chair. 
As an independent unit, SAGE operates through a model of subscription fees that 
institutions pay for the services and support received. Subscription fees are divided into 
seven groups and are based on annual institutional revenue, as shown in Table 6. 

Table 6. SAGE subscription fees 

Group Annual institutional 
revenue (USD) 

Annual SAGE subscription fee 
(USD) 

7 > 850 m 30 000 

6 > 450 m to < 850 m 25 000 

5 > 250 m to < 450 m 20 000 

4 > 150 m to < 250 m 18 000 

3 > 50 m to < 150 m 16 000 

2 > 20 m to < 50 m 13 000 

1 < 20 m 7 000 

Source: ‘About SAGE Ltd’ (https://sciencegenderequity.org.au/wp-content/uploads/2022/02/SAGE-Ltd-info-
pack-for-new-subscribers.pdf). 

SAGE works on the same principles as Athena SWAN: 

• a formal commitment from institutions’ leadership; 

• the establishment of institutional coordinating bodies, called SATs; 

• the collection and analysis of quantitative and qualitative data to support the identification 
of issues, understand the root causes of inequalities and provide evidence to inform the 
setting of actions and goals for change; 

• the design of strategies to deliver the actions and achieve impact (540). 

 

(539) El-Adhami, W. (2021), ‘SAGE Ltd: Continuing the journey to transform gender equity, diversity and inclusion in 
Australia’s higher education and research sector’, Law in Context, Vol. 37, No 2, pp. 145–149, 
doi:10.26826/lawin-context.v37i2.164. 

(540) Individual interview conducted on 4 August 2022 as part of the benchmarking study; SAGE (2018), Putting 
Gender on your Agenda – Evaluating the introduction of Athena SWAN into Australia, Acton, ACT 
(https://sciencegenderequity.org.au/wp-content/uploads/2021/11/Putting-Gender-on-Your-Agenda.pdf). 
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SAGE was modelled on the Athena SWAN framework, with improvements in terms of 
approach and measuring diversity together with intersectionality and indigeneity. 
Neither intersectionality nor indigeneity was included in Athena SWAN at the beginning. The 
scope of intersectionality in the SAGE framework has evolved thanks to experience, 
continuous review and improvement. As the cultures of Australia and the United Kingdom 
differ, for SAGE, it was apparent that indigeneity had to be included (541). Moreover, the peer 
review process of assigning the award and the award system was modified and adapted to 
the needs of the Australian research and science community. 

SAGE’s mission, defined in its 2021–2024 strategic plan, is to embed genuine and 
sustainable gender equity, diversity and inclusion (GEDI) across the Australian tertiary 
education and research sector (542). SAGE was mainly designed to address the under-
representation of women in STEMM and the under-representation of women in decision-
making. The principle of the project is to help organisations and institutions (in HER) to 
assess their current situation from a gender equality perspective, identify specific institutional 
bottlenecks, and implement measures to address these. The bottlenecks include the gender 
pay gap; the lack of gender-balanced recruitment panels; the lack of procedures around 
parental leave; the lack of gender, diversity and inclusion policies; the low number of women 
in recruitment processes in STEMM departments and the insufficient number of women in 
senior positions; awareness of the gender differences among those employed in particular 
positions; and awareness of the workplace barriers and specific barriers around entry to the 
workforce among women and men and the organisations’ leadership. SAGE provides a 
pathway, an accreditation-based structured approach, for institutions to understand 
the problems, issues and barriers right across their organisation in areas such as 
research, staffing, and academic and teaching careers, whether they affect their staff or 
students (543). 

The SAGE programme supports HEIs and research institutions throughout the 
accreditation process by offering tailored, standardised accreditation materials; helping to 
revise business processes and procedures; supporting institutions in the improvement of data 
collection and reporting on gender equality (as per SAGE data request forms), by building a 
network at the national and state levels; facilitating the exchange of good practices and 
knowledge by organising workshops and meetings, and producing podcasts and other 
tailored materials for their members. The SAGE programme supports universities and 
research institutes and their departments throughout all five steps of the assessment process: 
(1) defining the problem, (2) planning the intervention, (3) designing actions, (4) executing 
the actions and (5) sharing the results (544). One of the most important objectives of the 
programme is to stimulate, foster and enhance cooperation between programme members 
and enable them to exchange good practices and share challenges. 

The award system is based on the Athena SWAN approach and has been built step by 
step in the particular phases of the programme. The pilot phase of SAGE focused mainly 
on the foundational level – the bronze award. Generally, the self-assessment and application 
process guides institutions to: 

• understand the present state of GEDI in their organisation; 

 

(541) Ibid. 
(542) SAGE (2021), ‘Strategic plan 2021–2024’ (https://sciencegenderequity.org.au/wp-

content/uploads/2021/11/SAGE-Strategic-Plan-2021-2024.pdf). 
(543) Individual interview conducted in August 2022 as part of the benchmarking study. 
(544) SAGE (n.d.), ‘What we do’ (https://sciencegenderequity.org.au/about/what-we-do/). 

https://sciencegenderequity.org.au/wp-content/uploads/2021/11/SAGE-Strategic-Plan-2021-2024.pdf
https://sciencegenderequity.org.au/wp-content/uploads/2021/11/SAGE-Strategic-Plan-2021-2024.pdf
https://sciencegenderequity.org.au/about/what-we-do/
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• understand the structural, systemic and cultural barriers that impede attraction, retention 
and progression, and that thus contribute to inequity and a lack of diversity and inclusion; 

• create an action plan to remove or reduce five key barriers (545). 

Institutions have 2 years to prepare and submit an application for the Athena SWAN Bronze 
Award from the time they join SAGE. The Athena SWAN Bronze Award is valid for 7 years, 
which is longer than in the original UK Athena SWAN. As a result of learning from the pilot 
project experience, consultations with the communities and the evaluation of the pilot project, 
SAGE decided to modify the Athena SWAN system of awards in the post-pilot phase in 
2021. SAGE decided to implement two additional award steps, the first one between the 
Athena SWAN bronze and Athena SWAN silver awards – the SAGE Cygnet Award – and the 
second the Athena SWAN silver and gold awards, which was in development as of May 
2023 (546). The institution may apply for five SAGE Cygnet awards (547). As the shift in 2021 
changed the logic for future Athena SWAN Bronze Award applications, the institutions 
applying for this level of award must include five key priority areas in their action plan (548). 
The pre-2021 bronze awardees work with SAGE to identify the five key priority areas for their 
five Cygnet awards. Each SAGE Cygnet award corresponds to one of the five key barriers, 
and each award application can be submitted separately or all five can be submitted together 
at any time during the bronze award validity period (7 years) (549). Each institution defines the 
five key priority areas individually, as they face specific barriers. However, among the five 
key barriers, at least one has to be an organisation-wide barrier to GEDI and at least an 
organisational subunit with specific barriers to GEDI (550). To achieve the SAGE Cygnet 
awards, SAGE requires institutions to select five key barriers to attraction, retention or 
progression in the institution, from those identified during the bronze self-assessment and 
action planning process; report on their progress in implementing SMART actions designed 
to reduce or remove each key barrier; and report on the outcomes and impact of those 
actions (551). 

The reason for designing and implementing this unique and innovative award approach is 
that SAGE is interested in the continuous progress of its members and is keen to see 
that the institutions continue to develop and improve their policies and overcome problems 
and barriers identified in the key priority areas connected with GEDI (552). Compared with 
Athena SWAN, SAGE is not interested in the possibility of renewing the same level of award 
every few years (553). Once an institution has achieved five SAGE Cygnet awards (one for 
each key barrier), it may then apply for the Athena SWAN Silver Award; however, that award 

 

(545) SAGE (n.d.), ‘SAGE pathway to Athena Swan’ (https://sciencegenderequity.org.au/sage-accreditation-and-
awards/sage-pathway-to-athena-swan/). 

(546) Ibid. 
(547) Ibid. 
(548) SAGE (2020), The Hartley Report: Evaluation of the SAGE peer review and accreditation process 

(https://sciencegenderequity.org.au/wp-content/uploads/2021/11/The-Hartley-Report.pdf). 
(549) Ibid. 
(550) SAGE, Pathway from Athena SWAN Bronze to Silver Award: Design elements, Canberra, ACT 

(https://www.web.uwa.edu.au/__data/assets/pdf_file/0010/3539260/SAGE-Pathways-Bronze-to-Silver-Award-
Design-Elements.pdf). 

(551) University of Southern Queensland, SAGE Athena SWAN Committee (2022), Quarterly Report March 2022 
(https://sage.usq.edu.au/wp-content/uploads/2022/04/20220427_VCE-Briefing-Paper_SAGE-Athena-SWAN-
Committee-Quarterly-Report_March_2022.pdf). 

(552) El-Adhami, W. (2021), ‘SAGE Ltd: Continuing the journey to transform gender equity, diversity and inclusion in 
Australia’s higher education and research sector’, Law in Context, Vol. 37, No 2, pp. 145–149, 
doi:10.26826/lawin-context.v37i2.164. 

(553) Individual interview conducted in August 2022 as part of the benchmarking study. 

https://sciencegenderequity.org.au/sage-accreditation-and-awards/sage-pathway-to-athena-swan/
https://sciencegenderequity.org.au/sage-accreditation-and-awards/sage-pathway-to-athena-swan/
https://sciencegenderequity.org.au/wp-content/uploads/2021/11/The-Hartley-Report.pdf
https://www.web.uwa.edu.au/__data/assets/pdf_file/0010/3539260/SAGE-Pathways-Bronze-to-Silver-Award-Design-Elements.pdf
https://www.web.uwa.edu.au/__data/assets/pdf_file/0010/3539260/SAGE-Pathways-Bronze-to-Silver-Award-Design-Elements.pdf
https://sage.usq.edu.au/wp-content/uploads/2022/04/20220427_VCE-Briefing-Paper_SAGE-Athena-SWAN-Committee-Quarterly-Report_March_2022.pdf
https://sage.usq.edu.au/wp-content/uploads/2022/04/20220427_VCE-Briefing-Paper_SAGE-Athena-SWAN-Committee-Quarterly-Report_March_2022.pdf
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was under development as of May 2023 (554). When the pilot project was launched in 2015, 
32 HEIs and research units signed up to join the SAGE pilot. Such interest exceeded 
expectations: 45 institutions completed the accreditation process and submitted applications 
for the Athena SWAN Bronze Award. In August 2022, SAGE had 43 subscribers from 
universities, medical research institutions and publicly funded research agencies, which 
means that about a half of the country’s HEIs and research institutions were involved in the 
project (555). 

Monitoring and evaluation: Framework and implementation 

The SAGE programme adapted the Athena SWAN evaluation framework and applied it to 
the national context. The AAS and the ATSE, and members of HEIs and research institutions, 
contributed to the adaptation and transfer process. 

The SAGE programme framework is designed to measure three stages of change: short term 
(outcome, at 1 year of implementation); medium term (at 2 years of implementation); and 
long term (impact, at 5 or more years of implementation). The SAGE version of the charter 
outlines 10 key principles that institutions must adopt within their policies, practices, action 
plans and culture to achieve bronze accreditation (556). SAGE supports organisations in the 
application process and monitoring their progress. For example, it organised workshops to 
walk the organisations through the process of gathering, using and analysing data, and the 
organisation of the action plan. It also organised communities in states to exchange practices, 
collaborate and learn from one another. They met quarterly (557). 

Like the Athena SWAN process, SAGE requires the establishment of an internal cross-
disciplinary SAT that plays a vital role in the application process. The team is responsible for 
data collection and the analysis of gender diversity within their institution, sharing information, 
and building databases and essential relationships with leaders and decision-makers. The 
SAT has to use various methods of data collection, including surveys, interviews, workshops, 
observations and focus group discussions. SAGE created a framework for applications, 
which should present specific datasets and information. SAGE requires data and information 
to be grouped into several areas, as presented in Table 7. 

Table 7. Framework for data description required for a SAGE application 

Thematic scope and example indicators used by two of the HEIs (qualitative and 
quantitative): 

• description of the institution: 

⎯ HEI profile (information on the teaching and research focus), 

⎯ number of staff (data for academic staff, and professional and support staff), 

⎯ total number of departments and total number of students, 

⎯ number of students (undergraduate, postgraduate coursework and higher 
degree by research), 

 

(554) Individual interview conducted in August 2022 as part of the benchmarking study; SAGE (n.d.), ‘SAGE 
pathway to Athena Swan’ (https://sciencegenderequity.org.au/sage-accreditation-and-awards/sage-pathway-
to-athena-swan/). 

(555) Around 80 % of Australia’s universities; 50 % of its publicly funded research agencies and 12% of its medical 
research institutes; SAGE (n.d.) ‘SAGE subscribers and Athena Swan awardees’ 
(https://sciencegenderequity.org.au/sage-accreditation-and-awards/sage-subscribers-and-athena-swan-
awardees/). 

(556) https://womeninstem.org.au/example-program-evaluation-sage/. 
(557) Individual interview conducted in August 2022 as part of the benchmarking study. 

https://sciencegenderequity.org.au/sage-accreditation-and-awards/sage-pathway-to-athena-swan/
https://sciencegenderequity.org.au/sage-accreditation-and-awards/sage-pathway-to-athena-swan/
https://sciencegenderequity.org.au/sage-accreditation-and-awards/sage-subscribers-and-athena-swan-awardees/
https://sciencegenderequity.org.au/sage-accreditation-and-awards/sage-subscribers-and-athena-swan-awardees/
https://womeninstem.org.au/example-program-evaluation-sage/
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⎯ list and sizes of STEMM departments (present data for academic staff, and 
professional and support staff separately for STEMM and AHSSBL); 

• picture of the institution (academic and research staff data): 

⎯ academic and research staff by grade, gender and contract function (research 
only, teaching and research, or teaching only) (in STEMM and AHSSBL), 

⎯ academic and research staff on fixed-term, open-ended/permanent and casual 
contracts by gender (in STEMM and AHSSBL), 

⎯ academic staff (on open-ended and fixed-term contracts) by gender and 
contract function (in STEMM and AHSSBL), 

⎯ proportion and total number of women at academic levels in STEMM, 

⎯ women professors, readers, senior lecturers, lecturers and researchers by 
number and percentage (in STEMM and AHSSBL), 

⎯ academic leavers by grade, gender and reason for leaving (for STEMM and 
AHSSBL), 

⎯ gender pay differences as a function of level for STEMM; 

• supporting and advancing women’s careers: 

⎯ key career transition points of academic staff (e.g. new academic applications 
by gender and academic level for roles advertised (in STEMM and AHSSBL) 
or new academic hires by gender and by academic level for roles advertised 
(in STEMM and AHSSBL)), 

⎯ recruitment, 

⎯ induction (the percentage of new staff undertaking and completing online 
training modules relating to indigenous cultural awareness, the organisation’s 
code of conduct, workplace health and safety and equal opportunities), 

⎯ promotion (e.g. academic applications for promotion by gender; applications 
for promotion by level and gender (in STEMM and AHBSS); distribution of 
academic staff on open-ended and fixed-term contracts applying for promotion 
(in STEMM and AHBSS); or success rates for academic promotions by level 
and gender, presented as the number of successful applications out of the 
total number of applications by individuals of the same gender), 

⎯ higher education research data collection (e.g. applications and success by 
gender and higher education research data collection category (in STEMM 
and AHSSBL)); 

• career development of academic staff: 

⎯ training, 

⎯ appraisal/development review (e.g. academic staff with on-track online 
performance and development review forms by gender (in STEMM and 
AHSSBL)), 

⎯ support given to academic staff for career progression (number of staff 
participating in a mentoring programme, a preparing for leadership 
programme, research workshops, and workshops on teaching for science 
researchers, career options, and industry engagement and collaboration); 

• flexible working and managing career breaks: 

⎯ cover and support for maternity and adoption leave (before leave, during leave 
and when returning to work), 

⎯ maternity return rate (e.g. percentage of academic and professional staff with 
changed working hours upon returning to work after a period of parental leave 
by academic, professional or utilisation of career re-entry assistance leave by 
academic and professional staff returning to work), 
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⎯ paternity, shared parental, adoption and parental leave uptake (e.g. number of 
academic and professional staff taking up primary or secondary parental 
leave, or a period of leave breakdown, by percentage of women and men 
taking parental leave), 

⎯ flexible working (academic and professional staff on part-time arrangements 
by gender and level), 

⎯ caring responsibilities and childcare (e.g. number of childcare centres); 

• organisation and culture: 

⎯ culture (gender equity dashboards, gender equity goals, vulnerability index, 
cultural transformation programme, on-demand coaching and cultural surveys 
measuring workplace culture), 

⎯ human resource policies (a code of conduct; a staff grievance resolution 
policy; procedures for the prevention of discrimination, harassment and 
bullying (number of cases of alleged bullying and harassment and percentage 
resolved informally); an unsatisfactory performance and misconduct policy; an 
equal opportunities policy; gender-inclusive language guidelines; a sexual 
misconduct policy; and an IDEA policy, inclusive of gender equity principles 
modelled on the Athena SWAN Charter), 

⎯ proportion of heads of school/faculty/department by gender (in STEMM and 
AHSSBL), 

⎯ representation of men and women on senior management committees, 

⎯ representation of men and women on influential institution committees, 

⎯ committee workload, 

⎯ institutional policies, practices and procedures, 

⎯ workload model, 

⎯ timing of institutional meetings and social gatherings, 

⎯ visibility of role models, 

⎯ outreach activities; 

• leadership; 

• support for transgender people; 

• intersectionality (e.g. STEMM and non-STEMM staff from a non-English-speaking 
background by gender, or STEMM and non-STEMM staff with a physical disability or 
impairment by gender); 

• Indigenous Australians (e.g. Aboriginal and Torres Strait Islander academic staff and 
non-academic staff by gender). 

Sources: Based on Australian National University (2019), Athena SWAN Institution Application – Bronze award 
(https://www.dropbox.com/scl/fi/hdxr0j9xgv5hiitm9ageh/Australian-National-University-Athena-SWAN-
Bronze-Award-Application.pdf?rlkey=wikzwpmpdfo7oltlqpltsqjea&e=1&dl=0) and Australian Institute of Marine 
Science (2020), Athena SWAN Institution Application – Bronze award 
(https://www.dropbox.com/scl/fi/18whyxi0ytya5nqshh8jo/AIMS-SAGE-Athena-Swan-Bronze-Award-
application-redacted-version.pdf?rlkey=vk00inm4vpylpglhjpy2hg821&e=1&dl=0). 

In the self-assessment step, each university provides data on gender equality, describes 
policies and practices in place to enhance equality, identifies weaknesses and shortcomings, 
and develops plans to improve gender equality at all levels of seniority for staff and students. 
The presentation of data should include both numbers and proportions. Data have to be 
presented in graphs to facilitate presentation and interpretation. HEIs are supposed to design 
data collection and gather detailed data disaggregated by gender, STEMM/non-STEMM, 
grade and/or subunit. Dedicated sections on supporting transgender people, intersectionality 
and Indigenous Australians should present data and information about intersectionality. Each 

https://www.dropbox.com/scl/fi/hdxr0j9xgv5hiitm9ageh/Australian-National-University-Athena-SWAN-Bronze-Award-Application.pdf?rlkey=wikzwpmpdfo7oltlqpltsqjea&e=1&dl=0
https://www.dropbox.com/scl/fi/hdxr0j9xgv5hiitm9ageh/Australian-National-University-Athena-SWAN-Bronze-Award-Application.pdf?rlkey=wikzwpmpdfo7oltlqpltsqjea&e=1&dl=0
https://www.dropbox.com/scl/fi/18whyxi0ytya5nqshh8jo/AIMS-SAGE-Athena-Swan-Bronze-Award-application-redacted-version.pdf?rlkey=vk00inm4vpylpglhjpy2hg821&e=1&dl=0
https://www.dropbox.com/scl/fi/18whyxi0ytya5nqshh8jo/AIMS-SAGE-Athena-Swan-Bronze-Award-application-redacted-version.pdf?rlkey=vk00inm4vpylpglhjpy2hg821&e=1&dl=0
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chapter has to present data and information about current policy and practice, evaluation and 
further work. 

A monitoring system for the entire programme has not been developed. If SAGE wants 
to extract any data or information, it uses the applications submitted. A SAGE database has 
not been created because Australia has the government’s STEM Equity Monitor (558), 
the national data report on girls and women in science, technology, engineering and 
mathematics. The Monitor was released in March 2020 and measures changes and presents 
trends, so the participation and engagement of girls and women in STEM across 4 stages 
(primary and secondary school, higher education, graduation outcomes and the workforce) 
can be tracked and checked there. Data are collected from various sources and combined in 
one database (559). Data are collected regularly. There is no point in duplicating data 
collection systems and databases, as the central database is sufficient. 

Table 8. Indicators used to monitor the initiative’s progress 

What is more, WGEA (560) receives data from Australian organisations that are obligated to 
provide them by the 2012 Workplace Gender Equality Act. WGEA reports annually on 
selected gender equality indicators. The gender pay gap is one of their key metrics, but they 
also collect data on the workforce gender profile and the presence of gender-related 
policies/strategies. The Australian government is increasing collaboration between 
organisations and institutions working in the STEM sector (561). 

The list of areas for the indicators proposed by SAGE is quite long (see Table 7). The 
evaluation of the pilot programme showed that members of SATs had problems with it and 
recommended standardising a set of qualitative questions to use as the basis of a ‘culture’ 
survey. Although a small number of organisations had used questions from the extensive 

 

(558) https://www.industry.gov.au/data-and-publications/stem-equity-monitor. 
(559) https://www.industry.gov.au/topic/regulations-and-standards. 
(560) https://www.wgea.gov.au/. WGEA runs an online platform for data (WGEA Data Explorer), available at 

https://data.wgea.gov.au/?_ga=2.171590944.1243379034.1662079090-2100818712.1661275477. 
(561) Australian Government (2020), ‘Advancing women in STEM – 2020 action plan’ 

(https://www.industry.gov.au/sites/default/files/March%202020/document/advancing-women-in-stem-strategy-
action-pan-2020-1.pdf). 

Quantitative indicators Qualitative indicators 

• Proportion of women in STEMM departments 
(4:4:2) 

• Enrolment 

• Completion 

• Graduate outcome data 

• Workforce (gender pay gap, gender of the 
workforce) 

Challenges to attaining the quantitative goals 

https://www.industry.gov.au/data-and-publications/stem-equity-monitor
https://www.industry.gov.au/topic/regulations-and-standards
https://www.wgea.gov.au/
https://data.wgea.gov.au/?_ga=2.171590944.1243379034.1662079090-2100818712.1661275477
https://www.industry.gov.au/sites/default/files/March%202020/document/advancing-women-in-stem-strategy-action-pan-2020-1.pdf
https://www.industry.gov.au/sites/default/files/March%202020/document/advancing-women-in-stem-strategy-action-pan-2020-1.pdf
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bank developed by SAGE, others had misinterpreted this bank as a survey in its own right 
and complained at its length (562). Moreover, in many cases, the data collected was not 
previously generated by the organisation, so the SAT had to find a way to organise it. 
This was time-consuming and caused many problems. 

In December 2018, the external and independent evaluation of the SAGE pilot was finished. 
The report presents several recommendations on SAGE’s actions, operations and 
future (563). Two years later, the second evaluation was carried out. This time, the 
independent evaluation focused on SAGE’s peer review and accreditation process, which 
stated that the peer review process supports its credibility and robustness while identifying 
reforms to enhance efficiencies (564). The Australian government has also decided to 
coordinate the evaluation activities of projects implemented in STEM. Evaluations of STEM 
projects, programmes and initiatives are monitored by the Women in STEM 
Ambassador (565), who prepared the national evaluation guide for the gender equity 
programme (566). The evaluation of the SAGE pilot is presented as an example on the Women 
in STEM Ambassador’s website (567). 

10.2.2.1. Impact of the initiative 

As a programme, SAGE is designed to support organisations in transforming and introducing 
GEDI at the department and institute levels. It is not within SAGE’s responsibility to 
monitor and study the impacts (568) of either the SAGE organisation or SAGE on the 
HER institutions. The Australian government has strongly supported STEM for several 
years, which has resulted in several initiatives and institutions working in support of the STEM 
sector. The support system is extensive, and, to capture changes and impacts, the 
government has devolved the responsibilities for measuring impact to the relevant research 
institutions at the national level. This solution makes it possible to capture the impact at the 
national level of all programmes and initiatives. Capturing the impact of individual 
programmes, such as SAGE, would be challenging, in particular because it would be time- 
and money-consuming. The efficiency and cost-effectiveness of studying the impact of 
programmes or initiatives remains somewhat of an open question. 

According to the women in STEM decadal plan, ‘SAGE is the only transformative gender 
equity program of its kind in Australia designed to achieve sustained changes via 
ongoing evaluation and a national accreditation framework’ (emphasis added) (569). 
Within the Australian research sector, an externally established process is supported by most 
senior leaders and is generating change. In 2019–2020, a total of 24 institutions received 
Athena SWAN bronze awards – a success rate averaging at 78 % (570). 

 

(562) SAGE (2018), Putting Gender on your Agenda – Evaluating the introduction of Athena SWAN into Australia, 
Acton, ACT (https://sciencegenderequity.org.au/wp-content/uploads/2021/11/Putting-Gender-on-Your-
Agenda.pdf). 

(563) Ibid. 
(564) SAGE (2020), The Hartley Report: Evaluation of the sage peer review and accreditation process 

(https://sciencegenderequity.org.au/wp-content/uploads/2021/11/The-Hartley-Report.pdf). 
(565) https://womeninstem.org.au/national-evaluation-guide/. 
(566) Kingsley, I. (2020), Evaluating Stem Gender Equity Programs – A guide to effective program evaluation, Office 

of the Women in STEM Ambassador (https://womeninstem.org.au/wp-content/uploads/2020/11/Evaluating-
STEM-Gender-Equity-Programs-Guide-Dec-2020.pdf). 

(567) https://womeninstem.org.au/example-program-evaluation-sage/. 
(568) Individual interview conducted in August 2022 as part of the benchmarking study. 
(569) ASA (2019), Women in STEM Decadal Plan (https://www.science.org.au/support/analysis/decadal-plans-

science/women-in-stem-decadal-plan). 
(570) Ibid. 

https://sciencegenderequity.org.au/wp-content/uploads/2021/11/Putting-Gender-on-Your-Agenda.pdf
https://sciencegenderequity.org.au/wp-content/uploads/2021/11/Putting-Gender-on-Your-Agenda.pdf
https://sciencegenderequity.org.au/wp-content/uploads/2021/11/The-Hartley-Report.pdf
https://womeninstem.org.au/national-evaluation-guide/
https://womeninstem.org.au/wp-content/uploads/2020/11/Evaluating-STEM-Gender-Equity-Programs-Guide-Dec-2020.pdf
https://womeninstem.org.au/wp-content/uploads/2020/11/Evaluating-STEM-Gender-Equity-Programs-Guide-Dec-2020.pdf
https://womeninstem.org.au/example-program-evaluation-sage/
https://www.science.org.au/support/analysis/decadal-plans-science/women-in-stem-decadal-plan
https://www.science.org.au/support/analysis/decadal-plans-science/women-in-stem-decadal-plan
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The Australian Council for Educational Research conducted an evaluation of the SAGE pilot 
programme (571). The evaluation used in-depth interviews with stakeholders, focus group 
interviews, and workshops and consultations with about 140 stakeholders. The assessment 
concluded that the SAGE programme had (1) a positive impact on gender equality within 
participating institutions; and (2) increased the proportion of women in STEM departments. 
However, no specific numbers were provided. In this same study, SAGE was described by 
its members as a catalyst of change (572). SAGE, as a national organisation, has provided 
a coordinated and well-structured approach to enhancing and developing gender equality 
and diversity in STEMM across the HER sector (573). What is more, during the pilot and post-
pilot phase, SAGE promoted the importance of the GEDI and transparency and helped in 
amplifying and enhancing understanding of women’s and girls’ situations in the HER in 
STEM (574). 

The overall STEM national equity monitoring framework shows good results (the proportion 
of women enrolled in STEM has increased by 2 pp, and the proportion of women working in 
STEM industries has increased by 4 pp. The gender pay gaps in STEM persist but have 
decreased (575). According to WGEA, which reports a range of gender equity indicators each 
year, the pay gap between women and men in STEM-qualified industries was 19 % in 2020 
and has dropped by around 2 pp since 2016 (576). However, it is difficult to state and 
measure to what extent the SAGE programme (if at all) has contributed to this progress 
and how much it has enhanced the changes. 

The available evaluation of the SAGE pilot concluded that the strong support from senior 
leadership, national leadership from the government, and good coordination and 
collaboration have been crucial to delivering the SAGE programme (577). SAGE helped in 
expanding opportunities for women in STEM and supported gender equality public polices 
and the women in STEMM model to enhance women’s potential (578). 

SAGE has conducted extensive collaboration with many like-minded organisations and 
institutions to exchange knowledge, join forces and avoid the overlapping of actions in gender 
equality in the field of STEM (579). 

 

(571) SAGE (2018), Putting Gender on your Agenda – Evaluating the introduction of Athena SWAN into Australia, 
Acton, ACT (https://sciencegenderequity.org.au/wp-content/uploads/2021/11/Putting-Gender-on-Your-
Agenda.pdf). 

(572) Individual interview conducted in July 2022 as part of the benchmarking study; SAGE (2018), Putting Gender 
on your Agenda – Evaluating the introduction of Athena SWAN into Australia, Acton, ACT 
(https://sciencegenderequity.org.au/wp-content/uploads/2021/11/Putting-Gender-on-Your-Agenda.pdf). 

(573) Ibid. 
(574) El-Adhami, W. (2021), ‘SAGE Ltd: Continuing the journey to transform gender equity, diversity and inclusion in 

Australia’s higher education and research sector’, Law in Context, Vol. 37, No 2, pp. 145–149, 
doi:10.26826/lawin-context.v37i2.164. 

(575) ASA (2019), Women in STEM Decadal Plan (https://www.science.org.au/support/analysis/decadal-plans-
science/women-in-stem-decadal-plan). 

(576) Australian Government, Department of Industry, Science and Resources (n.d.), ‘Gender pay gaps in STEM 
and other industries’ (www.industry.gov.au/data-and-publications/stem-equity-monitor/gender-pay-gaps-in-
stem-and-other-industries). 

(577) SAGE (2018), Putting Gender on your Agenda – Evaluating the introduction of Athena SWAN into Australia, 
Acton, ACT (https://sciencegenderequity.org.au/wp-content/uploads/2021/11/Putting-Gender-on-Your-
Agenda.pdf). 

(578) ASA (2019), Women in STEM Decadal Plan (www.science.org.au/support/analysis/decadal-plans-
science/women-in-stem-decadal-plan). 

(579) Individual interview conducted in August 2022 as part of the benchmarking study. 

https://sciencegenderequity.org.au/wp-content/uploads/2021/11/Putting-Gender-on-Your-Agenda.pdf
https://sciencegenderequity.org.au/wp-content/uploads/2021/11/Putting-Gender-on-Your-Agenda.pdf
https://sciencegenderequity.org.au/wp-content/uploads/2021/11/Putting-Gender-on-Your-Agenda.pdf
https://www.science.org.au/support/analysis/decadal-plans-science/women-in-stem-decadal-plan
https://www.science.org.au/support/analysis/decadal-plans-science/women-in-stem-decadal-plan
http://www.industry.gov.au/data-and-publications/stem-equity-monitor/gender-pay-gaps-in-stem-and-other-industries
http://www.industry.gov.au/data-and-publications/stem-equity-monitor/gender-pay-gaps-in-stem-and-other-industries
https://sciencegenderequity.org.au/wp-content/uploads/2021/11/Putting-Gender-on-Your-Agenda.pdf
https://sciencegenderequity.org.au/wp-content/uploads/2021/11/Putting-Gender-on-Your-Agenda.pdf
http://www.science.org.au/support/analysis/decadal-plans-science/women-in-stem-decadal-plan
http://www.science.org.au/support/analysis/decadal-plans-science/women-in-stem-decadal-plan
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10.2.2.2. Challenges 

SAGE operates within the legislative and institutional systems at the national and regional 
levels. It collaborates with a wide range of stakeholders and actors and supports several 
crucial initiatives and strategies at the national level. However, several types of factors can 
be distinguished that challenge the initiative’s implementation. These include sociocultural, 
politico-legal, economic and international factors. 

The support of SAGE and GEDI requires the coordination of many public policies and 
initiatives and public administration projects, which must be well thought out and 
coherent so that they are not counter-effective in other areas of socioeconomic life. It 
requires close collaboration between all intersectoral stakeholders and extensive 
consultation. Implementing such an approach may lengthen the time necessary for the 
creation and design of a new national initiative or law, but it also guarantees inclusion of 
various perspectives (580). Similarly, cohesion and coordination across the STEM ecosystem 
is critical. 

Gender equity should be core to the business, not nice to have. The gains in this respect 
should also be sustainable, entailing appropriate institutional experience, and maturity in 
understanding gender equity and treating it as core to the business (581). To reach such a 
level requires sustainable efforts, resources and human capital. The key may be to make it 
the responsibility and accountability of senior leadership, and to hold them accountable for it 
essentially. However, persuading them to implement the GEDI approach can itself be a 
challenge (582). For the sustainability of SAGE, it will be crucial to continuously improve the 
processes and strategies for implementation (583). 

Changes need time and long-term engagement, especially when they are connected 
with culture, human capital, and (sub)conscious and social changes among particular 
groups. Achieving change needs a systematic approach, which requires frameworks, plans, 
engagement, open-mindedness and flexibility in obtaining knowledge about institutional 
barriers to GEDI, and GEDI-related issues and problems (584). Moreover, SAGE pilot 
participants emphasised that most organisations did not have any idea what kind of resources 
they would require. Time and staff engagement seemed to be crucial to maintaining the 
momentum of SAGE implementation (585). 

Men’s involvement is also a significant challenge, from strategic leaders, professors and 
those working at other scientific levels as teaching staff to administrative employees in 
organisations. It is almost impossible to create changes and notice the results without the 
involvement of half of the population. SAGE and Champions of Change STEM (586) organised 

 

(580) Ibid. 
(581) Individual interviews conducted in July and August 2022 as part of the benchmarking study. 
(582) Individual interview conducted in August 2022 as part of the benchmarking study. 
(583) SAGE (2018), Putting Gender on your Agenda – Evaluating the introduction of Athena SWAN into Australia, 

Acton, ACT (https://sciencegenderequity.org.au/wp-content/uploads/2021/11/Putting-Gender-on-Your-
Agenda.pdf). 

(584) ASA (2019), Women in STEM Decadal Plan (www.science.org.au/support/analysis/decadal-plans-
science/women-in-stem-decadal-plan). 

(585) SAGE (2018), Putting Gender on your Agenda – Evaluating the introduction of Athena SWAN into Australia, 
Acton, ACT (https://sciencegenderequity.org.au/wp-content/uploads/2021/11/Putting-Gender-on-Your-
Agenda.pdf). 

(586) The Champions of Change STEM group was established in 2016 and includes 12 members, who lead some 
40 500 employees in 40 jurisdictions. The group reflects the diversity of STEM organisations representing our 
national scientific research and data institutions, universities, and medical, technology, engineering, health and 
pharmaceutical businesses. 

https://sciencegenderequity.org.au/wp-content/uploads/2021/11/Putting-Gender-on-Your-Agenda.pdf
https://sciencegenderequity.org.au/wp-content/uploads/2021/11/Putting-Gender-on-Your-Agenda.pdf
https://www.science.org.au/support/analysis/decadal-plans-science/women-in-stem-decadal-plan
https://www.science.org.au/support/analysis/decadal-plans-science/women-in-stem-decadal-plan
https://sciencegenderequity.org.au/wp-content/uploads/2021/11/Putting-Gender-on-Your-Agenda.pdf
https://sciencegenderequity.org.au/wp-content/uploads/2021/11/Putting-Gender-on-Your-Agenda.pdf
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a meeting in which male leaders could present their reflections on personal leadership and 
share practical solutions and actions to accelerate progress on gender equality (587). Yet the 
first evaluation of the SAGE pilot showed that attracting men to SAGE implementation 
processes and advancing and monitoring them proved difficult (588). 

The evaluation report also stressed several other challenges related to the transfer and 
implementation of the SAGE programme. 

• A lack of established structures and systems to monitor progress could present an 
ongoing problem. 

• The application for the award process is too long and time-consuming. 

• Guidelines need to be more specific and more flexible. 

• The availability, and perceived relevance, of some of the requested data is 
questionable (589). 

10.2.3. Dimension: Equity, diversity and inclusion (Canada) 

10.2.3.1. Country context 

Canada has a long-standing commitment to gender equality (590). This is demonstrated 
through a continually evolving domestic and international legal framework focused on gender 
equality (591). According to the 2022 Global Gender Gap Index ranking (592), Canada was 25th 
in the world. Nevertheless, the facts on gender equity and Canadian science indicate that 
Canada still has a long way to go in increasing gender equality in research excellence (593). 
In recent years, the government and governmental agencies have designed, consulted and 
implemented a number of national initiatives and programmes to tackle and reduce problems 
in gender, diversity and inclusion in research. 

The amendments to the Canadian Employment Equity Act over the last few years are 
worth highlighting. Nowadays, the act focuses on women, Aboriginal people, people with 
disabilities, members of visible minorities and members of the lesbian, gay, bisexual, 
transgender, queer and two-spirit (LGBTQ2+) communities, and clearly indicates that 

 

(587) Latimer, J., Cerise, S., Ovseiko, P. V., Rathborne, J. M., Billiards, S. and El-Adhami, W. (2019), ‘Australia's 
strategy to achieve gender equality in STEM’, The Lancet, Vol. 393, No 10171, pp. 524–526, 
doi:10.1016/S0140-6736(18)32109-3. 

(588) SAGE (2018), Putting Gender on your Agenda – Evaluating the introduction of Athena SWAN into Australia, 
Acton, ACT (https://sciencegenderequity.org.au/wp-content/uploads/2021/11/Putting-Gender-on-Your-
Agenda.pdf). 

(589) Ibid. 
(590) OECD (2018), Gender Equality in Canada: Mainstreaming, governance and budgeting, OECD Publishing, 

Paris, doi:10.1787/9789264301108-en. 
(591) Government of Canada (2023), ‘Federal gender equality laws in Canada’ 

(https://www.international.gc.ca/trade-commerce/gender_equality-
egalite_genres/lois_can_gen_eq_laws.aspx?lang=eng). 

(592) World Economic Forum (2022), Global Gender Gap Report 2022, Geneva. 
(593) Clark, J. and Horton, R. (2019), ‘Rewarding Canadian science has a gender equity problem’, The Lancet, 

Vol. 394, No 10206, pp. 1307–1308, doi:10.1016/S0140-6736(19)32262-7. 

https://sciencegenderequity.org.au/wp-content/uploads/2021/11/Putting-Gender-on-Your-Agenda.pdf
https://sciencegenderequity.org.au/wp-content/uploads/2021/11/Putting-Gender-on-Your-Agenda.pdf
https://www.international.gc.ca/trade-commerce/gender_equality-egalite_genres/lois_can_gen_eq_laws.aspx?lang=eng
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employment equity, rather than treating everyone the same, requires special measures and 
the accommodation of differences (594). 

The strengthened collaboration between the three federal research funding agencies – the 
Canadian Institutes of Health Research (595), the Natural Sciences and Engineering 
Research Council of Canada (NSERC) (596) and the Social Sciences and Humanities 
Research Council (597) – is also worth noting. Under the leadership of the Canada Research 
Coordinating Committee (598), they have developed the tri-agency equity, diversity and 
inclusion action plan for 2018–2025 (599), with two key objectives of promoting (1) fair 
access to tri-agency research support and (2) equitable participation in the research system. 
These objectives guide initiatives and decisions to contribute to a system-wide 
transformation. 

These developments are pertinent, as despite long-standing employment equity policies and 
practices mandated by legislation, employment and wage inequities persist in Canada’s 
universities and colleges. 

10.2.3.2. About the initiative 

Dimensions (600), the flagship initiative of the 2018–2025 tri-agency equity, diversity and 
inclusion action plan, alongside SAGE in Australia or SEA Change in the United States, is 
one of the non-EU national programmes promoting EDI in higher education based on the UK 
Athena SWAN Charter. 

Announced in the 2018 federal budget, Dimensions is a 5-year pilot project focusing on post-
secondary institutions with an overall budget of USD 5 million. The programme is 
administered collaboratively by three federal research granting agencies (making it tri-
agency): the Canadian Institutes of Health Research, the NSERC and the Social Sciences 
and Humanities Research Council (601). 

The preparatory phase of the Canadian programme started in 2018 and was divided into 
several rounds of preliminary programme development consultations with academia, NGOs, 
community members from under-represented groups, government representatives and the 
research community. In the autumn of 2018, under the leadership of the Canada Research 
Coordinating Committee, the three federal agencies led Canada-wide consultations to 
discuss barriers experienced by under-represented groups and mechanisms for providing 
fairer access to research funds and opportunities (602). The first round (603) of consultations 
allowed the agencies to form the foundations of the programme. The second round (604) 
focused on creating the unique character of Dimensions, which was released in May 2019. 
The programme’s consultations helped to tailor it to the Canadian realities (605). The 
adaptations include changing the name and developing a Canadian version of the charter. 

 

(594) Employment Equity Act, 12 June 2019 (https://www.parl.ca/DocumentViewer/en/42-1/bill/C-457/first-reading). 
(595) https://cihr-irsc.gc.ca/e/193.html. 
(596) https://www.nserc-crsng.gc.ca/index_eng.asp. 
(597) https://www.sshrc-crsh.gc.ca/home-accueil-eng.aspx. 
(598) https://www.canada.ca/en/research-coordinating-committee.html. 
(599) https://www.nserc-crsng.gc.ca/InterAgency-Interorganismes/EDI-EDI/Action-Plan_Plan-dAction_eng.asp. 
(600) https://www.nserc-crsng.gc.ca/InterAgency-Interorganismes/EDI-EDI/Dimensions_Dimensions_eng.asp. 
(601) https://nserc-crsng.gc.ca/Institutions-Etablissements/Dimensions_eng.asp. 
(602) Government of Canada (2023), ‘Strengthening equity, diversity and inclusion in research’ 

(https://www.canada.ca/en/research-coordinating-committee/priorities/equity-diversity-inclusion-research.html). 
(603) https://www.nserc-crsng.gc.ca/_doc/AthenaSwan/AthenaSWANWorkshop_e.pdf. 
(604) https://www.nserc-crsng.gc.ca/_doc/AthenaSwan/Dimensions_e.pdf. 
(605) https://www.nserc-crsng.gc.ca/InterAgency-Interorganismes/EDI-EDI/Dimensions_Dimensions_eng.asp. 

https://cihr-irsc.gc.ca/e/193.html
https://www.parl.ca/DocumentViewer/en/42-1/bill/C-457/first-reading
https://cihr-irsc.gc.ca/e/193.html
https://www.nserc-crsng.gc.ca/index_eng.asp
https://www.sshrc-crsh.gc.ca/home-accueil-eng.aspx
https://www.canada.ca/en/research-coordinating-committee.html
https://www.nserc-crsng.gc.ca/InterAgency-Interorganismes/EDI-EDI/Action-Plan_Plan-dAction_eng.asp
https://www.nserc-crsng.gc.ca/InterAgency-Interorganismes/EDI-EDI/Dimensions_Dimensions_eng.asp
https://nserc-crsng.gc.ca/Institutions-Etablissements/Dimensions_eng.asp
https://www.canada.ca/en/research-coordinating-committee/priorities/equity-diversity-inclusion-research.html
https://www.nserc-crsng.gc.ca/_doc/AthenaSwan/AthenaSWANWorkshop_e.pdf
https://www.nserc-crsng.gc.ca/_doc/AthenaSwan/Dimensions_e.pdf
https://www.nserc-crsng.gc.ca/InterAgency-Interorganismes/EDI-EDI/Dimensions_Dimensions_eng.asp
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Specifically, the vision for the Canadian programme is to broaden the scope of the original 
Athena SWAN initiative to cover all under-represented groups (not just gender), be 
relevant to all areas of research (not just STEM) and be open to universities and colleges 
(not just universities) (606). The preparatory stage concluded in launching a federal 
programme, the Dimensions Canada pilot programme (607), in September 2019. The pilot 
programme is voluntary and includes two components: the Dimensions Charter and the 
Dimensions pilot recognition programme (608). 

Dimensions is designed to foster increased research excellence, innovation and creativity 
within the post-secondary sector in Canada across all disciplines, through improving equity, 
diversity and inclusion. It aims to address systemic barriers, particularly those experienced 
by marginalised or under-represented groups, including women, people with disabilities, 
Indigenous Peoples (First Nations, Inuit and Métis), members of a visible minority and 
LGBTQ2+ communities (609). However, Canadian institutions are encouraged to include 
other groups relevant to their community, as they should recognise circumstances in 
which under-represented and disadvantaged members of their research communities may also 
face barriers or discrimination (610). The charter declares that ‘Dimensions recognises that 
diversity has many facets, including age, education, parental status/responsibility, 
immigration status, religion, language, place of origin, ethnicity, culture, socioeconomic status 
and many other attributes’ (611) and that ‘an in-depth and intersectional understanding of 
inequity, discrimination and exclusion is needed to achieve cultural change (612). 

The Dimensions Charter is a foundation to the Dimensions pilot programme and consists 
of eight key principles. Post-secondary institutions are encouraged to endorse the charter. 
This is free of charge and requires the signature of a one-page document and its electronic 
submission to the management institutions. Participation is voluntary, and institutions 
choosing to endorse the charter commit to adopting these eight principles throughout 
their practices and culture to achieve increased EDI (613). As of May 2023, 141 institutions 
had endorsed the charter, including 10 federal government departments and institutions, 9 
national agencies and 122 post-secondary and research institutions (614). 

For the Dimensions pilot recognition programme, 17 Canadian post-secondary 
institutions were selected to participate based on a letter of intent process (615). A total of 40 
institutions participated in the selection process (32 universities, 7 colleges and 1 other type 
of institution) out of 240 eligible ones (616). The aims of the 17 institutions selected are twofold. 
Firstly, they help develop the programme’s design and delivery by providing relevant 
feedback to the tri-agency Dimensions team. Secondly, they have a unique opportunity to be 

 

(606) NSERC (2018), Fostering equity, diversity, and inclusion summary report: Athena SWAN workshops 
(https://www.nserc-crsng.gc.ca/_doc/AthenaSwan/AthenaSWANWorkshop_e.pdf). 

(607) Government of Canada (2019), ‘Government of Canada makes bold moves to increase equity, diversity and 
inclusion in research’ (Government of Canada makes bold moves to increase equity, diversity and inclusion in 
research - Canada.ca). 

(608) NSERC (2022), ‘Dimensions program’s key concepts revealed to help promote equity, diversity and inclusion in 
the research ecosystem’ (https://www.nserc-crsng.gc.ca/Media-Media/NewsDetail-
DetailNouvelles_eng.asp?ID=1368). 

(609) Ibid. 
(610) NSERC (2023), ‘Dimensions: Equity, diversity and inclusion Canada awards (pilot)’ (https://www.nserc-

crsng.gc.ca/Institutions-Etablissements/Dimensions_eng.asp). 
(611) http://www.nserc-crsng.gc.ca/NSERC-CRSNG/EDI-EDI/Dimensions-Charter_Dimensions-Charte_eng.asp. 
(612) Ibid. 
(613) Ibid. 
(614) Ibid. 
(615) NSERC (n.d.), LOI Process Report (https://www.nserc-crsng.gc.ca/_doc/AthenaSwan/DimensionsLOI_e.pdf). 
(616) https://www.nserc-crsng.gc.ca/InterAgency-Interorganismes/EDI-EDI/Dimensions-Program_Programme-

Dimensions_eng.asp. 

https://www.nserc-crsng.gc.ca/_doc/AthenaSwan/AthenaSWANWorkshop_e.pdf
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https://www.nserc-crsng.gc.ca/Media-Media/NewsDetail-DetailNouvelles_eng.asp?ID=1368
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https://www.nserc-crsng.gc.ca/InterAgency-Interorganismes/EDI-EDI/Dimensions-Program_Programme-Dimensions_eng.asp
https://www.nserc-crsng.gc.ca/InterAgency-Interorganismes/EDI-EDI/Dimensions-Program_Programme-Dimensions_eng.asp
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the first in Canada to submit an application for Dimensions recognition. As a result, they have 
the opportunity to be assessed on their efforts and progress, on how actions have been taken 
to lay the foundations for transformation of their EDI research culture and on the extent to 
which the change has become a reality. 

The four stages of the recognition programme were designed and implemented in the 
Dimension pilot programme to reflect the process and journey of carrying out EDI work and 
achieving success (presented in Table 9) (617). As Dimensions is a tri-agency initiative, 
agencies worked closely with the cohort of 17 institutions (618) that applied to participate in 
the programme to ensure that the components and the requirements of the programme 
responded to their realities and needs. 

Table 9.The four stages of the Dimensions pilot recognition programme 

Source: Government of Canada’s web page on Dimensions’ recognition program, available at https://www.nserc-

crsng.gc.ca/InterAgency-Interorganismes/EDI-EDI/Dimensions-Recognition_Reconnaissance-Dimensions_eng.asp. 

The separate stages represent institutions’ level of maturity and their progress in 
implementing the programmes’ principles and strengthening their EDI policies and activities. 
Dimensions has designed and implemented a unique approach to granting awards: four 
awards are achievable, for foundation, construction, consolidation and transformation. 
Institutions participating in the pilot programme may apply for the first level of 
institutional award – the Foundation Award. The remaining three levels of awards will be 
further developed in future editions of the programme (619). The first-level award recognises 
that the recipient institution has a solid action plan for identifying and addressing systemic 

 

(617) https://www.nserc-crsng.gc.ca/InterAgency-Interorganismes/EDI-EDI/Dimensions-
Recognition_Reconnaissance-Dimensions_eng.asp#s1. 

(618) https://www.nserc-crsng.gc.ca/InterAgency-Interorganismes/EDI-EDI/Dimensions-Program_Programme-
Dimensions_eng.asp. 

(619) NSERC (2023), ‘Dimensions: Equity, diversity and inclusion Canada awards (pilot)’ (https://www.nserc-
crsng.gc.ca/Institutions-Etablissements/Dimensions_eng.asp). 

Stage Description 

First stage: 
foundation 

The institution is in the early stages of strategically addressing EDI in a 
coordinated way. A strategy for collecting representative data has been 
established. 

Second stage: 
construction 

The institution is strategically addressing EDI in a coordinated way. 

Third stage: 
consolidation 

The institution has made significant progress in addressing the issues established 
in its action plan. Course correction analysis has been performed, and the 
institution has shown responsiveness to outcomes and the analysis of 
implemented actions. 

Fourth stage: 
transformation 

The institution has made substantial progress on issues identified in past or 
ongoing action plans and can provide evidence that shows representational and 
cultural change concerning EDI. EDI is a regular core activity of the day-to-day 
research-related operations of the institution. Reaching the transformation stage 
does not mean the project addressing EDI is complete. 

https://www.nserc-crsng.gc.ca/InterAgency-Interorganismes/EDI-EDI/Dimensions-Recognition_Reconnaissance-Dimensions_eng.asp
https://www.nserc-crsng.gc.ca/InterAgency-Interorganismes/EDI-EDI/Dimensions-Recognition_Reconnaissance-Dimensions_eng.asp
https://www.nserc-crsng.gc.ca/InterAgency-Interorganismes/EDI-EDI/Dimensions-Recognition_Reconnaissance-Dimensions_eng.asp#s1
https://www.nserc-crsng.gc.ca/InterAgency-Interorganismes/EDI-EDI/Dimensions-Recognition_Reconnaissance-Dimensions_eng.asp#s1
https://www.nserc-crsng.gc.ca/InterAgency-Interorganismes/EDI-EDI/Dimensions-Program_Programme-Dimensions_eng.asp
https://www.nserc-crsng.gc.ca/InterAgency-Interorganismes/EDI-EDI/Dimensions-Program_Programme-Dimensions_eng.asp
https://www.nserc-crsng.gc.ca/Institutions-Etablissements/Dimensions_eng.asp
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barriers, particularly those experienced by members of under-represented or disadvantaged 
groups, demonstrating how they will apply the Dimensions principles (620). The first 
Dimensions awards were announced for institutions participating in the pilot programme in 
April 2023 (621). 

Participation in the Dimensions recognition programme is voluntary, and no funding 

is attached, so the institutions do not receive direct subsidies from the Canadian government 

or any public institution, nor do they pay for their participation in the programme. The funding 

aspect of Dimensions thus differentiates the Canadian programme from the Athena SWAN, 

SAGE and the NSF Advance programmes. In the case of the Dimensions programme, 

institutions do not have to pay membership fees, fees for the provision of advisory services 

or fees for the opportunity to participate in the programme. Basically, Canadian institutions 

participating in the programme have to be prepared to commit financial and human resources 

to the work involved. The level of commitment required depends on a variety of factors, 

including the size of the institution and whether EDI measures have already been prepared 

and implemented (622). However, as mentioned initially, the Canadian government have 

designed and implemented many policies and measures for fostering EDI in the academia, 

research and post-secondary institutions. One is the Equity, Diversity and Inclusion 

Institutional Capacity-Building Grant (pilot programme) (623), aiming to support post-

secondary institutions in enhancing and fostering EDI initiatives. Institutions, including those 

participating in Dimensions, can request up to USD 200 000 per year for up to 2 years to run 

projects to develop and implement policies, plans, resources and training. Such financial 

support is crucial, as preparing the action plans requires employee engagement and is time- 

and fund-consuming. 

10.2.3.3. Monitoring and evaluation: Framework and implementation 

The Dimension’s strategic programme documents do not define the scope of qualitative 
and quantitative indicators or describe detailed requirements for monitoring and 
evaluation processes. For the purposes of the Dimensions programme, it has been assumed 
that each institution is unique and faces unique challenges and barriers. Therefore, it is not 
sensible for them to fit into a rigid framework. One of the principles of the Dimensions Charter 
insists that participating institutions should collect qualitative and quantitative data to 
measure, monitor, understand and report on challenges and progress made individually. 

As universities are individually responsible for the design of their programmes, SATs were 
assigned and entrusted with the conceptual work. These teams should be as diverse as 
possible and composed of representatives from across all faculties or programmes, from 
various roles within the research community, with the consideration of intersectionality. This 
process is similar to Athena SWAN or SAGE, which require internal cross-disciplinary SATs 
whose role is vital in the application process. Each institution participating in Dimensions 
establishes a SAT to coordinate data collection, analysis and action planning, forming the 

 

(620) Ibid. 
(621) NSERC (2023), ‘Government of Canada recognizes postsecondary institutions for their work in advancing 

equity, diversity and inclusion’ (https://www.nserc-crsng.gc.ca/Media-Media/NewsDetail-
DetailNouvelles_eng.asp?ID=1390). 

(622) NSERC (2023), ‘Dimensions: Equity, diversity and inclusion Canada awards (pilot)’ (https://www.nserc-
crsng.gc.ca/Institutions-Etablissements/Dimensions_eng.asp). 

(623) NSERC (2022), ‘Equity, diversity and inclusion institutional capacity-building grant’ (https://www.nserc-
crsng.gc.ca/Institutions-Etablissements/EDI-Capacity_eng.asp); NSERC (2020), ‘Equity, diversity and inclusion 
institutional capacity-building grant – Instructions for completing an application’ (https://www.nserc-
crsng.gc.ca/OnlineServices-ServicesEnLigne/EDI-Capacity_eng.asp). 
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basis of the application. The SAT will conduct an in-depth assessment of the institution’s 
practices and culture to identify and analyse gaps, barriers and trends and will develop an 
evidence-based action plan with SMART goals to address issues identified. According to the 
Dimensions pilot programme requirements, the SAT should be an integral part of the 
institutional structure and must meet at least three times per year. In the pilot phase, 2 years’ 
worth of quantitative and qualitative EDI data must be collected and analysed to develop an 
action plan (624). The data analysis should inform a comprehensive, in-depth and 
intersectional understanding of the contexts and experiences resulting from inequities, under-
representation and exclusion among all post-secondary community members (625). All those 
activities should lead to the development of a 5-year action plan with goals based on the 
gaps, barriers and trends identified. Participating institutions have 2 years to prepare this 
document. Furthermore, the institutions must develop a monitoring and evaluation system 
that will be implemented individually and internally. However, the methods and frequency of 
institutional reporting are not specified. 

Considering the tailored and case-by-case approach, certain general rules of action plan 
preparation and assessment were set out. The approach is based on the inclusive 
assessment framework. This basic conceptual structure underlying the recognition 
component of the Dimensions programme includes three principles (presented in Table 10). 

Table 10. The three principles of the Dimensions programme’s framework 

 

(624) NSERC (2023), ‘Dimensions: Equity, diversity and inclusion Canada awards (pilot)’ (https://www.nserc-
crsng.gc.ca/Institutions-Etablissements/Dimensions_eng.asp. 

(625) https://www.nserc-crsng.gc.ca/InterAgency-Interorganismes/EDI-EDI/Dimensions_Dimensions_eng.asp. 

Principle Scope and requirements 

Centrality of 
voices 

‘Institutions are expected to address experiences of: 

• racism, 

• gender discrimination, 

• homo- and transphobia, 

• ableism, 

• other harms within their communities.’ 

A key strategy for doing so begins with gathering ‘engagement-based 
evidence’ that emphasises the centrality of the voices of those affected 
by inequity, exclusion and injustice in post-secondary institutions. Such 
voices ‘form the core of the evidence that leads to the identification of 
priorities addressed in the institution’s Dimensions action plan’. 

Mutuality and 
cooperation 

‘The program is also designed to bolster the practice of mutuality, 
reinforcing that an institution’s EDI commitments are not just to itself but 
to the improvement of the research ecosystem. 

Evidence should show: 

https://www.nserc-crsng.gc.ca/Institutions-Etablissements/Dimensions_eng.asp
https://www.nserc-crsng.gc.ca/Institutions-Etablissements/Dimensions_eng.asp
https://www.nserc-crsng.gc.ca/InterAgency-Interorganismes/EDI-EDI/Dimensions_Dimensions_eng.asp
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Sources: Individual interview conducted on 21 July 2022 as part of the benchmarking study; Dimensions’ inclusive 
assessment framework, available at https://www.nserc-crsng.gc.ca/InterAgency-Interorganismes/EDI-
EDI/Dimensions-Framework_Inclusive-Dimensions_eng.asp. 

As mentioned previously, a list and range of quantitative and qualitative indicators were 
intentionally not developed for the programme. However, the content of evidence to be 
provided by the institutions has been defined, as well as the components that must be 
presented when the action plan is assessed under Dimensions recognition. Institutions 
applying for Dimensions recognition will need to provide evidence of their efforts to address 
EDI in their research ecosystems (presented in Table 11). Institutions need to underpin their 
action plan validation and evaluation work with the cycle of Dimensions work, which was 
developed within the programme and includes three phases: (1) reflection and critical self-
assessment, (2) the development and implementation of strategies and activities presented 
in the approved action plan and (3) the assessment of impacts and provision of reflections, 
and the sharing findings with the institution’s research community (626). It is worth mentioning 
that Dimensions work should be continuous, iterative and cyclical, involving periods of 
transparent community-wide introspection (627). The cycle of Dimensions work should be 
performed at each of the four assessment stages. 

Within the Dimensions programme, five categories of evidence were developed and 
established. The categories of evidence and their definitions were designed to prioritise 
honest and authentic self-reflection and a cultural shift. 

  

 

(626) https://www.nserc-crsng.gc.ca/InterAgency-Interorganismes/EDI-EDI/Dimensions-
Recognition_Reconnaissance-Dimensions_eng.asp. 

(627) Ibid. 

• how the institution is faring internally, 

• how its work is part of the broader goal of re-imagining the 
Canadian research community.’ 

Context-specific 
evidence 

‘The Dimensions program aims to be inclusive of institutions: 

• [of] varying types and sizes, 

• from different locations in Canada, 

• confronting different challenges and opportunities. 

A firm understanding of historical, cultural, and geographical factors is 
key. 

To accommodate the unique context and experiences of each 
institution, the Dimensions application will allow for flexibility. Therefore, 
institutions will have the opportunity to submit information that 
represents their specific circumstances, communities, and priorities.’ 

https://www.nserc-crsng.gc.ca/InterAgency-Interorganismes/EDI-EDI/Dimensions-Framework_Inclusive-Dimensions_eng.asp
https://www.nserc-crsng.gc.ca/InterAgency-Interorganismes/EDI-EDI/Dimensions-Framework_Inclusive-Dimensions_eng.asp
https://www.nserc-crsng.gc.ca/InterAgency-Interorganismes/EDI-EDI/Dimensions-Recognition_Reconnaissance-Dimensions_eng.asp
https://www.nserc-crsng.gc.ca/InterAgency-Interorganismes/EDI-EDI/Dimensions-Recognition_Reconnaissance-Dimensions_eng.asp
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Table 11. Five types of evidence in the Dimensions programme 

Type of 
evidence 

Scope and evidence requirements 

Evidence of 
motivation 

Institutions need to explain the reasons or catalysts (e.g. events, incidents) 
motivating their efforts to address inequity, under-representation and 
exclusion in the research ecosystem. Such evidence should specifically 
reference issues raised in their own institution and be supported by 
community engagement and other evidence-gathering activities. 
Transparency should prevail when explaining how to recognise the need 
for change. 

Evidence of gaps 
and needs 

Both contemporary and historical gaps and unmet needs generated by 
inequities, under-representation and exclusion, and the realities of many 
forms of oppression, should be truthfully and explicitly named and 
examined. Evidence provided includes that related to: 

• culture 

• lived experience 

• demographics 

• representation. 

It should be skewed towards qualitative evidence based on lived 
experience and consist of intersectional analyses. It should include a deep 
dive to determine the systemic and structural reasons these gaps and 
needs have persisted. 

Evidence of assets 
and obstacles 

Options should be considered to address the problems identified in terms 
of gaps and needs, and consideration should be given to whether these 
are deemed feasible in a time frame that corresponds to the application 
process and with the available resources. Priorities must be justified and 
tied to a timeline. These should honestly reflect the institution’s current 
situation and present both the progress already made and anticipated 
challenges for future work. 

Evidence of 
commitment 

Institutions must demonstrate their commitment to the Dimensions 
programme, to their internal and external communities identified in the 
engagement strategy, and to addressing identified EDI gaps and needs. 
Commitment is demonstrated not only through public-facing work, but also 
through internal evidence that an institution is taking ownership of and 
holding itself accountable for this process’s findings. Evidence of 
commitment also includes evidence that institutions are engaging with one 
another in the spirit of mutuality and collaboration and are committed to 
sustaining a CoP. 

Evidence of change Institutions should provide evidence of actions taken to date towards 
effecting systemic and transformational change. Systemic change will take 
time to become apparent; other forms of change will be observable more 
quickly. Small but meaningful changes that feed into the big picture should 
be noted. Evidence of change includes evidence that EDI is being or has 
been woven into the institution’s culture and structure rather than being 
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Sources: Individual interview conducted on 21 July 2022 as part of the benchmarking study; Dimensions’ inclusive 
assessment framework, available at https://www.nserc-crsng.gc.ca/InterAgency-Interorganismes/EDI-
EDI/Dimensions-Framework_Inclusive-Dimensions_eng.asp. 

For the purpose of the recognition processes, a recognition application review committee 
was established. The evidence and information provided in applications are assessed by 19 
academics and professionals with expertise in EDI-related scholarship and work, using a 
review process to prioritise actions, learning and promising practices to be shared widely (628). 

A monitoring and evaluation framework has not been established within or for the 
Dimensions programme. A dedicated collaboration platform, such as Athena SWAN or 
SAGE, has not been designed or created. These challenges and activities will most likely be 
addressed in future editions of the programme (629). As regards ongoing management and 
monitoring the progress of the participating institutions, the tri-agency Dimensions 
programme team has developed with the participating institutions regular ‘touch base’ 
mechanisms. These includes various mechanisms that facilitate the co-development and 
sharing of practices: 

• individual phone calls (two official phone calls and impromptu calls on request), 

• two pulse surveys, 

• working groups, 

• full-cohort webinars and information sessions, 

• ‘show and tell’ series where institutions present their accomplishments (630). 

In 2022, an external and independent evaluation of the Dimensions pilot programme was 
commissioned. The evaluation plan was developed in tandem with an evaluation plan for the 
equity, diversity and inclusion institutional capacity-building grants, as both initiatives target 
Canadian research institutions and aim to support EDI in the Canadian research ecosystem. 
The results of the evaluation were to become publicly available in 2023. 

10.2.3.4. Impact of the initiative 

Each institution participating in Dimensions defines its outcomes and impacts. The 
Dimensions programme emphasises that institutions should have those outcomes and 
impacts in their action plan to enable them to measure impacts with greater precision. 
Impacts will be seen when participants’ recognition is up for renewal, as each participant will 
have to demonstrate the impact of its interventions. 

At the initiative level, it is still too early to talk about Dimension’s impact. Dimensions is a 5-
year pilot certification programme for post-secondary institutions, and the results will be 

 

(628) The members of the Dimensions recognition application review committee are shown at https://www.nserc-
crsng.gc.ca/NSERC-CRSNG/committees-comites/1617-1617_eng.asp. 

(629) Individual interview conducted in July 2022 as part of the benchmarking study. 
(630) Individual interview conducted in July 2022 as part of the benchmarking study, and internal material. 

approached as a siloed pillar of the institution’s overall plans. Evidence of 
change should also show that institutions have implemented mechanisms 
to make their EDI policies, practices and cultures adaptable to 
unpredictable circumstances, such as the COVID-19 pandemic. 

https://www.nserc-crsng.gc.ca/InterAgency-Interorganismes/EDI-EDI/Dimensions-Framework_Inclusive-Dimensions_eng.asp
https://www.nserc-crsng.gc.ca/InterAgency-Interorganismes/EDI-EDI/Dimensions-Framework_Inclusive-Dimensions_eng.asp
https://www.nserc-crsng.gc.ca/NSERC-CRSNG/committees-comites/1617-1617_eng.asp
https://www.nserc-crsng.gc.ca/NSERC-CRSNG/committees-comites/1617-1617_eng.asp
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assessed by participating institutions, and external experts for the programme. The 
programme ended in autumn 2023, and the results of the evaluation are not available yet. 

However, it should be noted that intersectionality plays an important role in the Canadian 
research institutions and in the Dimensions programme, so the expected impact does not 
only relate to gender equality (631). During the consultation phase of the programme, the 
community rejected the idea of a project simply mirroring Athena SWAN, because the focus 
on women and STEM was considered insufficient for the Canadian context. As an expert 
interviewed noted, ‘in Canada, we are beyond STEM and gender; problems are everywhere’, 
so Indigenous Peoples, women, people with disabilities, visible minorities or racialised 
groups, and the LGBTQ2+ communities were included in the Dimensions pilot (632). This is 
not a closed list, and each participating institution, once it has identified other groups that are 
under-represented or discriminated against, is required to list and describe them and include 
them in their action plan. 

At this stage, it was difficult to indicate the measurable impact of the programme, as the pilot 
phase was still in progress. Certainly, the impact will be wider as the programme influences 
more groups. The pilot phase of the programme will be analysed and summed up, and the 
NSERC’s Evaluation Division is leading the first evaluation of the Dimensions 
programme (633). This evaluation will provide tri-agency senior management, Dimensions 
management and staff with independent, objective and actionable evidence about the 
initiative. Four aspects of the programme will be included in the evaluation: relevance, design 
and implementation, effectiveness and efficiency. 

10.2.3.5. Challenges 

While post-secondary institutions in Canada have publicly committed to ensuring equity and 
diversity, progress has been slow in achieving employment and wage equity for academic 
staff (634). Although women have made significant strides in closing the gender gap in many 
fields, they are still severely under-represented in some disciplines, including STEM (635). 

The three granting agencies recognise that changing the research culture and addressing 
systemic barriers affecting different populations and groups across all disciplines requires 
long-term commitment. Actions take time to be implemented, and they need attention, 
support and funding that are sustained over a realistic period; it will be possible to see short-
term improvements, commitment and persistence as a result of these actions. Therefore, 

 

(631) Individual interview conducted in July 2022 as part of the benchmarking study; Dimensions’ inclusive 
assessment framework, available at https://www.nserc-crsng.gc.ca/InterAgency-Interorganismes/EDI-
EDI/Dimensions-Framework_Inclusive-Dimensions_eng.asp; Government of Canada (2024), ‘Best 
practices in equity, diversity and inclusion in research practice and design’ (https://www.sshrc-
crsh.gc.ca/funding-financement/nfrf-fnfr/edi-eng.aspx#6); NSERC (n.d.), ‘NSERC guide on integrating 
equity, diversity and inclusion considerations in research’ (https://www.nserc-crsng.gc.ca/NSERC-
CRSNG/Policies-Politiques/EDI_guidance-Conseils_EDI_eng.asp#a1). 

(632) Individual interview conducted in July 2022 as part of the benchmarking study. 
(633) Internal materials sent by an interviewee for research purposes. The materials/data are not publicly available. 
(634) Canadian Association of University Teachers (CAUT) (2018), Underrepresented & Underpaid – Diversity & 

equity among Canada’s post-secondary education teachers 
(https://www.caut.ca/sites/default/files/caut_equity_report_2018-04final.pdf). 

(635) Kaufman, A. and Colyar, J. (2022). Canadian Academia and the Faculty Gender Gap, Higher Education 
Quality Council of Ontario, Toronto (https://heqco.ca/wp-content/uploads/2022/02/WIA-Part-1-FINAL.pdf). 

https://www.nserc-crsng.gc.ca/InterAgency-Interorganismes/EDI-EDI/Dimensions-Framework_Inclusive-Dimensions_eng.asp
https://www.nserc-crsng.gc.ca/InterAgency-Interorganismes/EDI-EDI/Dimensions-Framework_Inclusive-Dimensions_eng.asp
https://www.sshrc-crsh.gc.ca/funding-financement/nfrf-fnfr/edi-eng.aspx#6
https://www.sshrc-crsh.gc.ca/funding-financement/nfrf-fnfr/edi-eng.aspx#6
https://www.nserc-crsng.gc.ca/NSERC-CRSNG/Policies-Politiques/EDI_guidance-Conseils_EDI_eng.asp#a1
https://www.nserc-crsng.gc.ca/NSERC-CRSNG/Policies-Politiques/EDI_guidance-Conseils_EDI_eng.asp#a1
https://www.caut.ca/sites/default/files/caut_equity_report_2018-04final.pdf
https://heqco.ca/wp-content/uploads/2022/02/WIA-Part-1-FINAL.pdf
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institutions participating in the pilot must be prepared to invest significant time, effort and 
resources in obtaining Dimensions recognition (Dimensions awards) (636). 

One of the challenges for the Dimensions programme is that institutions start at different 
places in EDI practice and culture and there is no common baseline across post-secondary 
institutions (small institutions may lack resources, while large institutions may experience 
greater complexity in addressing EDI) (637). 

Another problem relates to data collection, in particular the creation of good infrastructure 
ensuring compliance with the required data protection demands (638). There is also a lack of 
human and financial resources. This problem is particularly relevant to smaller institutions. 
Another important challenge is ensuring that students and university staff understand why 
systematic data collection and monitoring is such an important process. The sensitivity of the 
data and its level of depth is a considerable challenge, especially in relation to the LGBTQ2+ 
communities. 

COVID-19 has had a significantly impact on post-secondary institutions across Canada, and 
there may be have been delays in implementation and reporting within the Dimensions 
programme. In addition, the pandemic may have had different impacts across groups (639). 

What is more, there are many EDI initiatives in Canada, and it will be challenging to determine 
which initiative has had the most significant impact (640). Moreover, as most programmes 
have a broader equality scope, it is difficult to track progress specifically regarding gender 
equality. Nevertheless, this plethora of initiatives can be seen as building a critical presence 
in the area of EDI. 

10.2.4. SEA Change (United States) 

10.2.4.1. Country context 

The United States is facing a major challenge in the equal representation of women, people 
with disabilities and people from ethnic and racial groups in the labour market and in the 
STEM sector. Although women make up half (50 %) of those employed in STEM jobs, a 
slightly higher proportion than their share in the overall workforce (47 %), women’s 
representation across STEM occupations varies, so women are overrepresented among 
health-related jobs and under-represented in the computing, physical sciences and 
engineering (641). In contrast, black workers comprise 9 % of those in STEM occupations (642). 
As in other countries, the pay gap remains a significant challenge. Women in STEM 
occupations tend to earn less than men. The median earnings of white women in STEM jobs 

 

(636) NSERC (2023), ‘Dimensions: Equity, diversity and inclusion Canada awards (pilot)’ (https://www.nserc-
crsng.gc.ca/Institutions-Etablissements/Dimensions_eng.asp). 

(637) Internal materials sent by an interviewee for research purposes. The materials/data are not publicly available. 
(638) Individual interview conducted in July 2022 as part of the benchmarking study. 
(639) Internal materials sent by an interviewee for research purposes. The materials/data are not publicly available. 
(640) Individual interview conducted on 21 July 2022 as part of the benchmarking study. 
(641) NSF, ‘Diversity and STEM: Women, minorities and people with disabilities’ 

(https://ncses.nsf.gov/pubs/nsf23315/data-tables#group1); Fry, R., Kennedy, B. and Funk, C. (2021), STEM 
jobs see uneven progress in increasing gender, racial and ethnic diversity, Pew Research Center 
(https://www.pewresearch.org/science/2021/04/01/stem-jobs-see-uneven-progress-in-increasing-gender-racial-
and-ethnic-diversity/). 

(642) Ibid. 

https://www.nserc-crsng.gc.ca/Institutions-Etablissements/Dimensions_eng.asp
https://www.nserc-crsng.gc.ca/Institutions-Etablissements/Dimensions_eng.asp
https://ncses.nsf.gov/pubs/nsf23315/data-tables#group1
https://www.pewresearch.org/science/2021/04/01/stem-jobs-see-uneven-progress-in-increasing-gender-racial-and-ethnic-diversity/
https://www.pewresearch.org/science/2021/04/01/stem-jobs-see-uneven-progress-in-increasing-gender-racial-and-ethnic-diversity/
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(USD 66 200) are about 74 % of men’s median earnings in STEM jobs (USD 90 000) (643). 
The situation of black and Hispanic women is even more precarious, as their median earnings 
are USD 57 000. The racial and ethnic earning gaps among STEM workers are substantial 
and have recently increased in the United States (644). 

The above data are reflected in the rankings. The United States ranks 38th in terms of the 
SDG Gender Index (645), which tracks the empowerment of women and girls, and 27th in 
terms of the global gender pay gap (646) in 2022. In this context and in view of the widening 
social, ethnic and racial divide, the government has decided to take strategic steps. In 
November 2021, the first ever national strategy on gender equity and equality was 
announced in the United States (647). The strategy defines equity as the consistent and 
systematic fair, just and impartial treatment of all individuals, including those who belong to 
underserved communities that have been denied such treatment, such as ‘women and girls; 
Black, Latino, and Indigenous and Native American persons, Asian Americans, Native 
Hawaiians, and Pacific Islanders, and other persons of colour; members of religious 
minorities; lesbian, gay, bisexual, transgender, queer and intersex [and other sexual and 
gender minorities] (LGBTQI+) [communities]; persons with disabilities; persons who live in 
rural areas; and persons otherwise adversely affected by persistent poverty or 
inequality’ (648). Furthermore, the gender strategy presents a comprehensive approach, and 
one of its aims is to advance the rights of women, girls and LGBTQI+ people in all their 
diversity (649). 

10.2.4.2. About the initiative 

SEA Change was launched by the American Association for the Advancement of Science 
(AAAS) in 2017 as a 2-year pilot project (2017–2018). SEA Change aims to inspire, guide, 
and support the voluntary transformation of colleges and universities so that the environment 
for research and education in STEMM is equitable, diverse and inclusive (650). The 
programme focuses on addressing systematic, structural inequalities, of which gender is a 
component (651). It also strives to induce a culture change that makes equity, diversity and 
inclusion in STEMM normative and inextricably linked to excellence (652), and include 
inclusiveness with regard to race, ethnicity, sexual orientation, disability, socioeconomic 
status and marginalised groups (653). 

 

(643) Fry, R., Kennedy, B. and Funk, C. (2021), STEM jobs see uneven progress in increasing gender, racial and 
ethnic diversity, Pew Research Center (www.pewresearch.org/science/2021/04/01/stem-jobs-see-uneven-
progress-in-increasing-gender-racial-and-ethnic-diversity/). 

(644) Ibid. 
(645) Equal Measures 2030 (2022), Back to Normal is Not Enough, Woking, United Kingdom 

(www.equalmeasures2030.org/wp-content/uploads/2022/03/SDG-index_report_FINAL_EN.pdf). 
(646) World Economic Forum (2022), Global Gender Gap Report 2022, Geneva 

(www3.weforum.org/docs/WEF_GGGR_2022.pdf). 
(647) The White House (2021), National Strategy on Gender Equity and Equality, Washington DC 

(www.whitehouse.gov/wp-content/uploads/2021/10/National-Strategy-on-Gender-Equity-and-Equality.pdf). 
(648) Ibid. 
(649) Ibid. 
(650) SEA Change’s mission is available at https://seachange.aaas.org/about/mission. 
(651) Flores, Y. G., Grindstaff, L. and Brazil-Cruz, L. (2022). ‘Making visible the invisible: Studying Latina 

STEM scholars’, in Bisson, L. F., Grindstaff, L., Brazil-Cruz, L. and Barbu, S. J. (eds), Uprooting Bias in 
the Academy: Lessons from the field, Springer, Cham, Switzerland 
(https://link.springer.com/book/10.1007/978-3-030-85668-7). 

(652) Ibid. 
(653) The SEA Change guiding principles are available at https://seachange.aaas.org/about/principles. 

https://www.pewresearch.org/science/2021/04/01/stem-jobs-see-uneven-progress-in-increasing-gender-racial-and-ethnic-diversity/
https://www.pewresearch.org/science/2021/04/01/stem-jobs-see-uneven-progress-in-increasing-gender-racial-and-ethnic-diversity/
https://www.equalmeasures2030.org/wp-content/uploads/2022/03/SDG-index_report_FINAL_EN.pdf
https://www3.weforum.org/docs/WEF_GGGR_2022.pdf
https://www.whitehouse.gov/wp-content/uploads/2021/10/National-Strategy-on-Gender-Equity-and-Equality.pdf
https://seachange.aaas.org/about/mission
https://link.springer.com/book/10.1007/978-3-030-85668-7
https://seachange.aaas.org/about/principles
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The programme is underpinned by 15 principles (654). Institutions that join the programme 
commit to taking them into account in their documents, policies and daily work. The SEA 
Change programme creates an equality-boosting platform through which resources and 
good practices are exchanged. 

SEA Change awards are based on Athena SWAN, using self-assessment and SMART action 
plans to promote systemic change at both the institutional and the departmental level (655). It 
is a voluntary system of self-assessment and recognition for colleges and universities 
working on their institutional transformations to support EDI in STEMM fields. The SEA 
Change programme, similar to Athena SWAN, Dimensions or SAGE, is based on a positive 
recognition approach and institutions that prove performance are recognised with awards. 

The initial years of operation were grant-funded by different organisations and institutions. 
For the pilot phase, the AAAS received a grant from the Heising-Simons Foundation 
(USD 200 000) (656). In 2018, the NSF awarded SEA Change around USD 1.8 million for 
2018–2023 for launching its post-pilot programme (657). Such financial support was a crucial 
enabler, as during the pilot phase the SEA Change team realised that complex support is 
required. Right now, SEA Change is an independent organisation with 27 official 
members (658) that pay a yearly membership fee for services and support. The SEA Change 
model for membership is geared towards sustainability and capacity building to ensure that 
the initiative can successfully launch and grow without relying only on external funds (659). As 
with other initiatives benchmarked in the report (SAGE and Athena SWAN), SEA Change 
has decided that cost should not be a barrier to membership, so there is a sliding scale of 
annual membership fees based on total expenditure in the previous fiscal year. In addition, 
the most resource-constrained institutions, can be subsidised if required (660). The charges 
are divided into the six bands shown in Table 12. 

Table 12. SEA Change membership fees 

 

(654) Ibid. 
(655) AAAS (n.d.), ‘Awards Overview’ (https://seachange.aaas.org/awards/overview). 
(656) Influence Watch (n.d.), ‘SEA Change’(https://www.influencewatch.org/organization/sea-change/). 
(657) NSF (2023), ‘STEM Equity Achievement (SEA Change)’ 

(https://www.nsf.gov/awardsearch/showAward?AWD_ID=1841687&HistoricalAwards=false). 
(658) Individual interview conducted in August 2022 as part of the benchmarking study. 
(659) Ibid. 
(660) AAAS (n.d.), ‘Become a member’ (https://seachange.aaas.org/membership/become-a-member ). 

Band Total expenses (prior fiscal 
year) (USD) 

Annual membership 
fee (USD) 

A 1 000 000 000 30 000 

B 500 000 000–999 999 999 25 000 

C 100 000 000–499 999 999 20 000 

D 50 000 000–99 999 999 15 000 

E 10 000 000–49 999 999 10 000 

F ≤ 9 999 999 5 000 

https://www.influencewatch.org/organization/sea-change/
https://www.nsf.gov/awardsearch/showAward?AWD_ID=1841687&HistoricalAwards=false
https://seachange.aaas.org/membership/become-a-member
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Source: SEA Change membership terms.  

Being a member gives institutions access to SEA Change’s three pillars (661) (Table 13). 
Through these pillars, SEA Change is designed to provide support and recognition for 
members, as they align themselves with the SEA Change principles and progress through 
their systemic transformation processes (662). 

Table 13. The three pillars of the SEA Change programme 

Sources: AAAS (n.d.), ‘SEA Change Members will have access to the three pillars of SEA Change’ 
(https://seachange.aaas.org/membership/benefits); SEA Change starter toolkit 
(https://seachange.aaas.org/about/resources); individual interview conducted in August 2022 as part of the 
benchmarking study. 

The SEA Change Awards (663) are a top-down, bottom-up, iterative process through which 
institutions and departments can create sustainable transformation in EDI in STEMM. 

• The top-down institutional awards focus on the policies, practices, procedures and 
climate across institutions, primarily considering faculty. Institutional awards were 

 

(661) Individual interview conducted in August 2022 as part of the benchmarking study. 
(662) AAAS (n.d.), ‘What is SEA Change?’ (https://seachange.aaas.org/membership/benefits). 
(663) https://seachange.aaas.org/awards/overview. 

Pillar Scope of activities and support under the pillar 

SEA Change Institute The institute serves as a one-stop shop. Members have 
access to resources, courses and materials relevant to EDI in 
STEMM and higher education. The institute provides the 
foundation of knowledge needed to effect change. A series of 
online training modules and resource libraries have been 
developed to build the capacity and knowledge base of 
institutions to enable them to use evidence-based strategies to 
address the barriers to equity and inclusion prioritised using a 
needs assessment. 

SEA Change Community This is a community of similarly committed institutions, allied 
organisations and individuals in the STEMM sector, where 
stakeholders convene to build partnerships, collaborate on 
initiatives to open up and nurture the talent pool for STEM, and 
share information, research and best practices. Institutions can 
share and discuss best practices and strategies for self-
assessment and action planning peer to peer in a safe space. 

SEA Change Awards (bronze, 
silver and gold) 

The SEA Change awards recognise institutions for their 
commitment to and creation of sustainable systemic change 
through self-assessment. The award system is a recognition 
system whereby colleges, universities and their departments 
can be acknowledged for their work on true institutional reform 
supporting diversity, equity and inclusion. These awards reflect 
a firm commitment to self-reflection and action, enhancing 
institutions’ ability to attract and retain the best students, 
faculty and staff. 

https://seachange.aaas.org/membership/benefits
https://seachange.aaas.org/about/resources
https://seachange.aaas.org/membership/benefits
https://seachange.aaas.org/awards/overview
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launched in 2018; five institutions have been recognised as bronze awardees. 
Membership of SEA Change is required to submit an Institutional Award application. 

• The bottom-up departmental awards focus on the policies, practices, procedures and 
climate within specific departments. Departments can only progress beyond bronze 
recognition if their home institution also holds at least a bronze award. This model was 
based on that of Athena SWAN. Departmental awards in select disciplines were made 
available in late 2021 and are administered by disciplinary society committees composed 
of representative disciplinary organisations. 

• Biomedicine awards involve working with the leadership of medical schools and 
academic health centres interested in joining the pilot to develop the SEA Change 
Biomedicine framework and metrics (664). SEA Change Biomedicine organised its first 
recruitment campaign for the pilot cohort at the beginning of 2023. 

The achievement of programme goals will be based on a system of metrics that offers 
pathways for institutional change (665). The SEA Change programme creates a national 
framework for assessing HEIs’ efforts and outcomes towards promoting an equitable 
environment for under-represented groups in STEM. The SEA Change inclusion self-
assessment tool is available to all HEIs who are members of the programme. The metrics 
and assessment instruments were tested (in 2016–2017) on eight volunteer HEIs (666). 

The entire programme is based on a philosophy that the incentives for HEIs will be such 
that they will participate and constantly improve in order to acquire certain equality standards. 
These incentives are primarily based on the willingness of the HEIs to change their 
institutional culture and recognise that equality brings excellence in research and 
education (667). Overall, the programme believes that a large number of HEIs will adhere to 
its principles, accept the metrics and adapt solutions so that an overall national impact on 
inclusiveness in STEM is visible (668). 

SEA Change prepared the first versions of its handbook and criteria/guidelines, both based 
on Athena SWAN materials, with some adjustments. The handbook presents self-
assessment procedures and many appendices with handy information. As SEA Change does 
not have a benchmarking data system, it navigates members and presents some sources of 
data and information. Institutions may ask themselves a set of questions (based on 
criteria/guidelines) while they are in the self-assessment process, and the materials 
developed are supposed to facilitate the process as much as possible (669). Moreover, for 
each level of the award there are ‘a set of questions or considerations – referred to as 
guidelines – that enable an institution, [or] department to explore qualitative and quantitative 
evidence using an intersectional lens’ (670). The SEA Change programme offers an equality 
assessment tool to each HEI. 

The SEA Change framework is still under development. In this aspect, SEA Change 
collaborates extensively with research associations to collect their feedback about materials. 

 

(664) https://seachange.aaas.org/awards/overview. 
(665) Malcom, S., Rayman, P., Wong, J., Chen, J. and Denoon, V. (2016), ‘Stem equity achievement (SEA) change 

awards’, white paper. 
(666) AAAS (2017), The U.S. SEA Change Initiative: Results of a pilot survey 

(https://seachange.aaas.org/about/resources). 
(667) AAAS (2021), ‘Making diversity, equity, and inclusion in STEMM the norm’, PowerPoint presentation. 
(668) Ibid. 
(669) Individual interview conducted in August 2022 as part of the benchmarking study. 
(670) AAAS (n.d.), ‘Overview’ (https://seachange.aaas.org/awards/overview). 

https://seachange.aaas.org/awards/overview
https://seachange.aaas.org/about/resources
https://seachange.aaas.org/awards/overview
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In addition, it discusses the programme materials and framework with students, who are 
encouraged to take part in interviews and share their insights on how the programme 
framework should look to identify and include as many under-represented social groups as 
possible (671). 

To compile an application and apply for an award, the first step is to conduct an institutional 
self-assessment based on a detailed framework provided in the programme handbook. In 
the second step, the institution presents a short report with a clear understanding of the status 
quo (formulation of baselines) based on the assessment framework. The institution defines 
its goals and formulates actions/measures (672). Based on the proposed measures, a 5-year 
institutional action plan is developed. Each plan considers the relevant EDI dimensions 
and intersectionality approach addressing gender and other dimensions of social 
exclusion in planned activities and the initial assessment. A particular focus is placed on the 
intersection of gender with race and ethnicity and the intersectionality of all (673). However, in 
the project’s pilot phase, institutions should also choose ‘at least one from the proposed 
optional characteristics: LGBTQA+ [lesbian, gay, bisexual, transgender, intersex, 
queer/questioning and asexual, and other sexual and gender minorities] status, 
socioeconomic status, history of higher education in family, disability status, age and related 
intersectionalities’ (674). This is not mandatory, as institutions do not have such information in 
their databases. It is a data-driven process. Institutions must, however, notice that it is worth 
gathering such information, which requires time, resources and awareness. The institutions’ 
action plans must focus on one or several excluded, under-represented or discriminated 
groups and define the tools, actions and measures to achieve their goals. 

The action plan and the self-assessment are submitted for peer review to gain 
appropriate recognition. During that process, the applications are evaluated and assessed 
by a peer review panel of experts in diversity, equity, inclusion, systemic transformation and 
higher education. The panel provides extensive feedback on the application and 
recommends an award level. To prevent backsliding and to encourage capacity building, it 
was decided that awards must be renewed within 5 years, or they expire. At the time of 
renewal, members may request to renew their current level of award or apply to progress to 
the next level. 

10.2.4.3. Monitoring and evaluation: Framework and implementation 

SEA Change does not have a detailed monitoring and evaluation framework; institutions are 
individually liable for devising a system for collecting, analysing and monitoring data. HEIs 
collect and present indicators in accordance with the developed metrics (Table 14). The 
indicator framework monitors progress in the share of under-represented groups among 
faculty, auxiliary staff, and undergraduate and graduate students (675). 

In addition to quantitative measures, the HEI will conduct a qualitative analysis, identifying 
key issues/barriers and people responsible for addressing them. The indicators are used to 

 

(671) Individual interview conducted in August 2022 as part of the benchmarking study. 
(672) AAAS (2021), ‘Making diversity, equity, and inclusion in STEMM the norm’, PowerPoint presentation. 
(673) Individual interview conducted in August 2022 as part of the benchmarking study; AAAS (2020), ‘SEA 

Change: Making equity & inclusion normative’ 
(https://www.youtube.com/watch?v=0V5DvZXSoU4&t=2316s). 

(674) AAAS (2020), ‘SEA Change: Making equity & inclusion normative’ 
(https://www.youtube.com/watch?v=0V5DvZXSoU4&t=2316s). 

(675) AAAS (2017), The U.S. SEA Change Initiative: Results of a pilot survey 
(https://seachange.aaas.org/about/resources). 

https://www.youtube.com/watch?v=0V5DvZXSoU4&t=2316s
https://www.youtube.com/watch?v=0V5DvZXSoU4&t=2316s
https://seachange.aaas.org/about/resources


 

162 
 

develop a SMART action plan to guide the institution forward, focusing on diversity and 
inclusion. 

Table 14. Indicators used to monitor the initiative’s progress 

The information on data collection is available only for the pilot stage (information was 
gathered for eight pilot HEIs). The biggest challenges in data collection during the pilot 
programme included the separation of data about graduate and undergraduate students and 
a lack of data (owing to no routine data collection) relating to people with disabilities and 
postdoctoral fellows. Sometimes institutions encounter difficulties in separating STEM data 
from other disciplines due to the interdisciplinary character of some processes. The report on 
the pilot survey results (676) stressed the difficulty in obtaining and reporting disaggregated 
data based on race/ethnicity and gender. These data are reported to be critical and necessary 
to address the intersectionality challenges (e.g. the unique experiences of women of 
colour) (677). When it comes to collecting data for disability exclusion, it was most problematic 
to define disability. Therefore, this characteristic was often missing, as people opted not to 
mention it in the surveys. The focus of SEA Change is on identifying and modifying 
institutional and departmental governance, accountability, resource allocation, climate, 
enrolment, hiring, promotion and retention, and other structures, systems and processes that 
pose barriers to the inclusion of all talent. 

No information is provided on how much is planned to be invested (at the institutional or 
programme level) in the monitoring and evaluation process. Many of the institutions in the 
first cohort had received funding from the NSF, through the Advance initiative and the 
Partnerships for Adaptation, Implementation and Dissemination initiative (678) 

SEA Change has not conducted an evaluation or programme assessment per se. As 
mentioned by an interviewee, the evaluation system for the whole programme is under 
development and the programme’s employees will be responsible for the process. SEA 
Change has prepared the logic model, discussed and consulted with HEIs (679). 

 

(676) Ibid. 
(677) Ibid. 
(678) AAAS (2017), The U.S. SEA Change Initiative: Results of a pilot survey 

(https://seachange.aaas.org/awards/overview). 
(679) Individual interview conducted in August 2022 as part of the benchmarking study. 

Quantitative indicators Qualitative indicators 

Share of faculty, staff and students by: 

• disability 

• sex 

• race 

• ethnicity. 

Data on barriers and challenges to access for: 

• disability 

• sex 

• race 

• ethnicity. 

https://seachange.aaas.org/awards/overview


 

163 
 

10.2.4.4. Impact of the initiative 

We have not been able to identify evidence of impacts so far based on desk research. 
However, the quantitative aspects examined as part of SEA Change are focused on 
improving: 

• institutional composition of faculty (e.g. overall faculty composition, committee 
composition); 

• institutional composition of administrators (e.g. differences between faculty composition 
and that of the administration); 

• institutional composition of students (e.g. differences between STEM students and the 
general student population); 

• faculty recruitment and hiring (e.g. potential biases that result in inequity in recruitment 
and hiring systems, policies, processes and practices); 

• faculty promotion and tenure (differences between the composition of pools of all faculty 
and those getting promoted or receiving tenure); 

• faculty retention (whether retention has been examined in a way that allows the 
identification of indicators of potential issues around conduct, climate or culture within 
specific departments or schools in the institution). 

SEA Change asks institutions and departments to develop their own institution- and 
department-appropriate SMART action plans. Recertification or progression is based on the 
documented implementation of these actions and resulting impacts. Other relevant aspects 
that are examined include: 

• career and professional development (assessment of review systems, policies, 
procedures and practices); 

• faculty advising and mentoring; 

• faculty pedagogical support; 

• flexibility and career breaks (family leave, flexible working and childcare); 

• institutional climate and culture (education, encouragement and open discussion); 

• sexual harassment and assault; 

• faculty workload; 

• role models and diversity. 
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10.2.4.5. Challenges 

The pilot report identified the following potential challenges (680): (1) coordinating data 
collection, compiling an inventory of best practices, and securing placement outcomes for a 
wide range of students, trainees and faculty across various departments that may not have 
standard data storage and tracking mechanisms in place; (2) limited data related to disability 
and gender because of the decentralised nature of university and HEIs; (3) lack of time and 
resources to collect data; (4) effectively communicating the main goals of SEA Change to 
chairs and other leadership at the university; (5) obtaining sources of funding; and (6) 
establishing a full understanding of the range of activities conducted across the campus to 
promote diversity and inclusion (681). 

Our interviewees presented very similar challenges during the in-depth interviews. Problems 
with the generation and collection of data, as well as their monitoring, are related to legislation 
in the individual states, data protection policies and organisations’ financial situations. The 
smaller the organisation, the more challenging it is to collect data, and monitor and 
report them. Important aspects are ensuring data security and safeguarding sensitive 
personal data; securing networks and servers can be financially challenging. So structuring 
a reporting system and framework is problematic for SEA Change. 

Moreover, data collection, application preparation, monitoring and reporting require 
adequate human resources. Institutions complain about staff shortages and the fact that 
the scope of data collection exceeds capacity. Institutions need systemic support to bring 
about change. Awareness of these difficulties may help to better prepare them for the 
process. However, it may deter further potential members from joining, which may ultimately 
affect the scope of SEA Change. Given the above, SEA Change has a strategy to convince 
organisations that financial, institutional and human resource outlay is worth the 
investment (682). 

It is worth pointing out that the United States functions has a different legal framework 
from the EU. Notably, the political environment strongly influences the education system. 
Each state in the United States is independent and sets out its own legislation, making it 
challenging to implement change and cooperate within SEA Change. Therefore, SEA 
Change has to adopt a much broader view and more social, political and cultural 
contexts into account. 

10.2.5. Advance: Organizational change for gender equity in STEM academic 
professions (United States) 

10.2.5.1. About the initiative 

Advance was first established in 2001 by the NSF to support HEIs – particularly STEM 
departments – and STEM-related non-profit organisations in broadening diversity and, 
especially, promoting the representation and career advancement of women (683). The 
programme started because there was no significant change at the end of the academic 

 

(680) AAAS (2017), The U.S. SEA Change Initiative: Results of a pilot survey 
(https://seachange.aaas.org/awards/overview). 

(681) Ibid. 
(682) Individual interview conducted in August 2022 as part of the benchmarking study. 
(683) Furst-Holloway, S. and Miner, K. (2019), ‘ADVANCEing women faculty in STEM: Empirical findings and 

practical recommendations from National Science Foundation ADVANCE institutions’, Equality, Diversity and 
Inclusion: An International Journal, Vol. 38, No 2, pp. 122–130. 

https://seachange.aaas.org/awards/overview
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pipeline despite the government’s efforts in the area of recruitment, and NSF’s support for 
individual women academics and more diverse cohorts beginning their careers in STEM. 
There was no ‘return on investments’, and the realisation that the academic system itself was 
the issue, prompted by the awareness-raising and watershed moment created by the public 
release in 1999 of the study on the status of women faculty in science at MIT (684), led the 
NSF to adopt a new, systemic approach based on institutional change. 

The aim of the Advance funding scheme is to support organisations to introduce and sustain 
the institutional transformation of their workplace culture, encouraging under-represented 
minorities to continue their careers and advance to higher positions. In 20 years, NSF 
awarded over USD 365 million in grants to 217 institutions across 48 states (685). 

Since 2001, several changes have been introduced to the logic of the Advance grant scheme. 
At the very beginning, alongside grants for its flagship programme (Institutional 
Transformation), NSF Advance provided a fellowships track for individual postdoctoral 
positions (686) and a leadership track. However, the former programme was discontinued after 
only 2 years because it was deemed ineffective in helping women postdoctoral researchers 
to progress into tenure-track positions (687), while the latter was stopped in 2005 (688). The 
Institutional Transformation track, in turn, remains the most important component of Advance, 
providing large grants (typically USD 750 000 a year) to between five and eight institutions 
for 5-year cycles. Out of 85 Institutional Transformation award results yielded by the NSF 
database, the maximum award was USD 4 160 705 (with an average of USD 2 830 730), 
while the median was USD 3 324 439 (689). 

In 2006, the NSF started a new grant track (Partnerships for Adaptation, Implementation and 
Dissemination), focusing on adapting existing practices and implementing them in more 
institutions (690). These grants were smaller but still significant enough to introduce change, 
and enabled the better allocation of funds so that more institutions could participate (691). 
Minor changes were made to the Partnerships for Adaptation, Implementation, and 
Dissemination track in 2014 (when it was also renamed Partnerships for Learning and 
Adaptation Networks (692)). Finally, in 2016 the track was split into two separate programmes, 
focusing on partnership and adaptation (693). The adaptation track supports institutions to 
adapt good practices that have been recognised in other contexts to their individual 

 

(684) http://web.mit.edu/fnl/women/women.html. 
(685) NSF, Directorate for Education & Human Resources (2021), ‘Advance – Organizational change for gender 

equity in stem academic professions’, brochure. 
(686) NSF (2001), ‘Advance – FAQ’s for fellows proposals: Eligibility criteria (guidelines)’ 

(www.nsf.gov/pubs/2001/nsf01108/nsf01108.pdf). 
(687) Individual interview conducted in August 2022 as part of the benchmarking study; see DeAro, J., Bird, S. and 

Ryan, S. M. (2019), ‘NSF Advance and gender equity: Past, present and future of systemic institutional 
transformation strategies’, Equality, Diversity and Inclusion: An International Journal, Vol. 38, No 2, p. 132. 

(688) Ibid., p. 133. 
(689) Data were exported to Excel from the NSF database, available at 

https://www.nsf.gov/awardsearch/advancedSearchResult?BooleanElement=ALL&ProgRefCode=1738&Boolea
nRef=ALL&#results. 

(690) Laursen, S. L. and De Welde, K. (2019), ‘The changer and the changed: Evolving theories and practices of 
change in Advance calls for institutional transformation’, Equality, Diversity and Inclusion: An International 
Journal, Vol. 38, No 2, pp. 140–159. 

(691) Individual interview conducted on 9 August 2022 as part of the benchmarking study. 
(692) DeAro, J., Bird, S. and Ryan, S. M. (2019), ‘NSF Advance and gender equity: Past, present and future of 

systemic institutional transformation strategies’, Equality, Diversity and Inclusion: An International Journal, 
Vol. 38, No 2, p. 133. 

(693) Laursen, S. L. and De Welde, K. (2019), ‘The changer and the changed: Evolving theories and practices of 
change in Advance calls for institutional transformation’, Equality, Diversity and Inclusion: An International 
Journal, Vol. 38, No 2, pp. 140–159. 

http://web.mit.edu/fnl/women/women.html
http://www.nsf.gov/pubs/2001/nsf01108/nsf01108.pdf
https://www.nsf.gov/awardsearch/advancedSearchResult?BooleanElement=ALL&ProgRefCode=1738&BooleanRef=ALL&#results
https://www.nsf.gov/awardsearch/advancedSearchResult?BooleanElement=ALL&ProgRefCode=1738&BooleanRef=ALL&#results
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needs (694). Partnership grantees focus their efforts on adapting strategies for systemic 
change to a broader, regional context (695). Finally, in 2016 the catalyst track (previously 
Institutional Transformation – Catalyst) emerged, which ‘supports the design and 
implementation of an organisational self-assessment to collect and analyse data to identify 
STEM faculty inequities, pilot equity strategies as appropriate, and develop a five-year equity 
strategic plan for STEM faculty’ (696). It is accessible only to HEIs that have not received any 
Advance grants before. It was previously part of the Institutional Transformation grant and 
focused on assessment as well as planning, but NSF had not seen progress in how grantees 
approached this task, with many institutions failing to implement or reapply for additional 
funding. Since 2016, NSF has stayed consistent in differentiating between the four tracks and 
has not made any major changes. The latest Advance call for proposals was launched in 
2020 and covers several fiscal years (697). It comes with a detailed ‘frequently asked 
questions’ section (698). 

Another novelty introduced at that time was inclusion of an intersectional approach in 
reviewing proposals. Since 2016, all grantees have been expected to use an intersectional 
approach in their proposals addressing gender and other dimensions of social exclusion in 
their planned activities and initial assessments (699). Intersectionality is also expected to be a 
part of the evaluation framework proposed and used by grantees. A particular focus is placed 
on the intersection of gender with race and ethnicity (700). Grant awards have increasingly 
been made to projects that employ an intersectional perspective. These include the University 
of Oklahoma’s Advance Institutional Transformation project (OU Elevate), which is 
developing an approach to tackle ‘differential retention and promotion rates for faculty that 
identify as women and Faculty with Intersecting Marginalized Identities (FIMI), focusing on 
the connection between these inequitable outcomes and the policies and practices present 
in annual faculty performance evaluations’ (701). 

The key focus of NSF Advance is introducing lasting institutional change in organisations 
participating in its granting programmes. The expected outcome is that more women and 
people from other under-represented groups decide to enter STEM departments and 
progress in their careers to enhance representation at all levels, especially in top positions. 
This will contribute to the development of a more diverse science and engineering workforce. 

Advance emphasises reliance on evidence-based strategies for systemic change and 
the adaptation of good practices to each institution’s individual context and goals (702). This 
means that specific objectives are defined by each grantee and can address different 
dimensions of gender equality. Given that the overarching objective is to change institutional 

 

(694) NSF (n.d.), ‘Advance: Organizational change for gender equity in STEM academic professions (Advance)’ 
(https://beta.nsf.gov/funding/opportunities/advance-organizational-change-gender-equity-stem-academic-
professions-advance). 

(695) Ibid. 
(696) NSF (2020), ‘Advance: Organizational change for gender equity in STEM academic professions (Advance) – 

Program solicitation’ (www.nsf.gov/pubs/2020/nsf20554/nsf20554.pdf). 
(697) https://www.nsf.gov/pubs/2020/nsf20554/nsf20554.htm. 
(698) https://www.nsf.gov/pubs/2020/nsf20057/nsf20057.jsp. 
(699) Individual interview conducted in August 2022 as part of the benchmarking study; see DeAro, J., Bird, S. and 

Ryan, S. M. (2019), ‘NSF Advance and gender equity: Past, present and future of systemic institutional 
transformation strategies’, Equality, Diversity and Inclusion: An International Journal, Vol. 38, No 2, p. 134. 

(700) NSF (2021), Advance – Organizational change for gender equity in STEM academic professions, Alexandria, 
VA, p. 6 (www.nsf.gov/pubs/2021/nsf21050/nsf21050.pdf). 

(701) NSF (2023), ‘Advance IT: OU Elevate – Implementing equitable multi-context faculty evaluations and workload 
distributions’, Award Abstract No 2126080 
(www.nsf.gov/awardsearch/showAward?AWD_ID=2126080&HistoricalAwards=false). 

(702) Individual interview conducted in August 2022 as part of the benchmarking study. 

https://beta.nsf.gov/funding/opportunities/advance-organizational-change-gender-equity-stem-academic-professions-advance
https://beta.nsf.gov/funding/opportunities/advance-organizational-change-gender-equity-stem-academic-professions-advance
http://www.nsf.gov/pubs/2020/nsf20554/nsf20554.pdf
https://www.nsf.gov/pubs/2020/nsf20554/nsf20554.htm
https://www.nsf.gov/pubs/2020/nsf20057/nsf20057.jsp
http://www.nsf.gov/pubs/2021/nsf21050/nsf21050.pdf
http://www.nsf.gov/awardsearch/showAward?AWD_ID=2126080&HistoricalAwards=false
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work culture and climate, policies and practices implemented through Advance can include 
recruitment, retention, advancement, childcare policies and other areas. 

The main method used by Advance is providing grants for institutions to meet their objectives 
regarding equality and diversity. In addition, the NSF provides support to its grantees in the 
form of toolkits and webinars. 

As noted above, the initiative changed its approach from addressing gender equality to 
include work on other social dimensions, such as race and ethnicity, that can result in unequal 
treatment and under-representation in STEM faculties, and since 2016 all proposals have 
been expected to address intersectionality. The degree to which institutions use an 
intersectional approach in the design and execution of their strategies can vary. The 
successful implementation of the intersectionality requirement has been somewhat 
challenging due to the lack of expertise (703). Each social dimension, such as gender, race, 
and ethnicity, is still frequently treated as a separate category by funded institutions, and 
there is little know-how on interpreting data through an intersectional lens. In addition, 
research institutions across the United States are a heterogenous group (704). Owing to their 
differences, each institution may need to focus on a different social dimension depending on 
its specific circumstances. Each institution has to tailor its intersectional approach to its 
specific challenges, and, therefore, it is not possible to create a one-size-fits-all intersectional 
approach that could be promoted by NSF Advance among grantees and applicants. 

10.2.5.2. Monitoring and evaluation: Framework and implementation 

There is no overarching monitoring framework for this initiative. Participants are invited to 
prepare their own monitoring and evaluation strategies based on their respective objectives 
and activities. NSF Advance provides a monitoring toolkit (705) that can be used by grantees 
voluntarily. They are free to adapt it to their needs. 

With no overarching monitoring framework, indicators used by institutions for evaluation and 
progress monitoring vary. However, one way for NSF Advance to assess progress is by 
looking at the number of new or revised policies related to equality. Those can include 
policies on childcare, recruitment, harassment, work–life balance and staff retention. 

In addition, progress is being measured regarding change over time in workplace climate 
and culture (706). Data are collected using work climate surveys, which include indicators 
such as job satisfaction, intention to stay, feeling supported by an institution and feeling 
included in a department (707). 

  

 

(703) Individual interview conducted in August 2022 as part of the benchmarking study. 
(704) Individual interview conducted in August 2022 as part of the benchmarking study. 
(705) Advance Institutional Transformation Indicators Working Group (2006), Toolkit for Reporting Progress Toward 

NSF Advance: Institutional transformation goals. 
(706) Individual interview conducted in August 2022 as part of the benchmarking study. 
(707) Individual interview conducted in August 2022 as part of the benchmarking study. 
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Table 15. Indicators used to monitor grantees’ progress 

Each grant application is expected to include an overview of planned monitoring and 
evaluation activities that are tailored to specific projects and objectives of each institution. 
There are some basic requirements, including the involvement of an internal and external 
evaluator and the provision of yearly reports to the NSF. However, the scope of these 
evaluations and data collected varies, depending on each institution’s individual objectives 
and activities. 

In addition, in 2005 the Advance Institutional Transformation Indicators Working Group 
developed a toolkit containing guidelines for institutions to follow (mentioned previously in 
this section) when setting up their evaluation frameworks and reporting to NSF (709). It 
contains examples of research questions, indicators (as listed in Table 15) and types of data 
that could be collected for monitoring purposes. Given the diversity of institutions participating 
in Advance and their outlined objectives, grantees are encouraged to use the toolkit and 
adapt it to their specific needs and projects. However, the use of this toolkit is not required, 

 

(708) Internal materials sent by an interviewee for research purposes. The materials/data are not publicly available. 
(709) Advance Institutional Transformation Indicators Working Group (2006), Toolkit for Reporting Progress Toward 

NSF Advance: Institutional transformation goals. 

Indicators suggested in the toolkit Indicators used by NSF Advance 

• Number and percentage of women tenured 
and tenure track faculty in 
science/engineering by rank 

• Gender composition of departmental faculty 

• Tenure review outcomes by gender 

• Promotion review outcomes by gender, for 
assistant to associate professor 

• Promotion review outcomes by gender, for 
associate to full professor 

• Years in rank at the associate professor 
level 

• Voluntary non-retirement attrition for the 
year, by rank and gender 

• New-hires in STEM 

• Faculty leadership positions 

Other indicators of progress could be data about 
faculty workload (teaching) or career advising 
(mentoring, coaching) 

• Number of new or revised policies and 
practices 

• Data collection and monitoring systems 
set up by institutions 

• Workplace climate (based on surveys 
designed and implemented by the funded 
institutions, including issues such as job 
satisfaction, intent to stay, feeling of 
belonging, career intention; changes in 
infrastructure) 

• Research and publications on systemic 
change and equity 

• Degree and period of sustaining activities 
and changes after the grant period (708) 
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and collecting the data outlined in it remains a suggestion, meaning that the level and quality 
of reporting varies between institutions. 

In yearly progress reports, grantees are required to report data related to progress towards 
the goals of their projects. Data can be reported in two formats, either as annual reports or 
periodic studies. Institutions need to gather in-depth analysis including both qualitative and 
quantitative dimensions. 

At the institutional level of each HEI financed by the NSF Advance programme, data collected 
at the formative evaluation stage can be collected by an internal evaluator with appropriate 
expertise, and the final evaluation is performed by an external evaluator (710). Thus, 
evaluations are performed with greater objectivity. 

In the case of some institutions participating in the Advance programme, data collection and 
monitoring become part of the intervention. For instance, Utah State University used part of 
its grant (for 2003–2008) to set up and institutionalise the university-wide collection of data. 
The database is updated annually and provides insight into the proportion of women in the 
academic pipeline. It allows for the more transparent and effective evaluation of initiatives 
carried out by the university. The database is one of the central mechanisms supporting 
institutional changes (711). 

10.2.5.3. Impact of the initiative 

The initial expected impact of the Advance programme on gender equality is ensuring that 
women are better represented at all levels of STEM academic careers. According to several 
studies, there is some evidence suggesting that Advance grants have contributed to an 
increase in women STEM faculty members (712). In one study, Advance grantees noticed 
a slightly higher increase than institutions that did not participate in the programme (an 
increase of 10 % compared with an increase of 5 %) (713). In addition, after the Advance 
programme was introduced in institutions, faculty members had a greater understanding of 
upward mobility within the faculty, and the promotion of women faculty members occurred 
more frequently (according to data from Utah State University) (714). Another change 
attributed to the programme is the improvement in the overall workplace culture and job 
satisfaction, especially among women. While there is some agreement that the Advance 
programme has had positive impact on gender equality in STEM faculties, it is hard to assess 
which changes were prompted by the introduction of the programme (715). 

There are numerous publications assessing the impact at the institutional level of 
participating organisations, some of which include joint data and comparisons across several 

 

(710) NSF (2020), ‘Advance: Organizational change for gender equity in STEM academic professions (Advance) – 
Program solicitation’ (https://www.nsf.gov/pubs/2020/nsf20554/nsf20554.pdf). 

(711) Van Miegroet, H., Glass, C., Callister, R. R. and Sullivan, K. (2019), ‘Unclogging the pipeline: Advancement to 
full professor in academic STEM’, Equality, Diversity and Inclusion: An International Journal, Vol. 38, No 2, 
pp. 246–264. 

(712) Rosser, S. V., Barnard, S., Carnes, M. and Munir, F. (2019), ‘Athena SWAN and Advance: Effectiveness and 
lessons learned’, The Lancet, Vol. 393, No 10171, pp. 604–608. 

(713) Ibid. 
(714) Van Miegroet, H., Glass, C., Callister, R. R. and Sullivan, K. (2019), ‘Unclogging the pipeline: Advancement to 

full professor in academic STEM’, Equality, Diversity and Inclusion: An International Journal, Vol. 38, No 2, 
pp. 246–264. 

(715) Rosser, S. V., Barnard, S., Carnes, M. and Munir, F. (2019), ‘Athena SWAN and Advance: Effectiveness and 
lessons learned’, The Lancet, Vol. 393, No 10171, pp. 604–608. 

https://www.nsf.gov/pubs/2020/nsf20554/nsf20554.pdf
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organisations participating in Advance (716). Some changes observed include an increase in 
the number of women faculty members in the tenure-track pipeline (717). This progress 
is consistent at all levels, from assistant professors to top leadership roles. 

Some other changes, which are ascribed to the NSF Advance IDEAL project (running 
between 2009 and 2012), include the institutionalisation of a number of gender equity 
initiatives in participating institutions, an increase in the number of tenured women faculty 
in science and engineering disciplines, and increases in the numbers of women in faculty and 
administrative leadership positions (718). 

Similarly, the NSF observed a general rise in job satisfaction among women working in 
institutions participating in the Advance programme and a slight decrease among men (719). 

The NSF has also observed that many Advance participants continue to implement changes 
and take actions even after their grant has ended (720). Sustaining activities is one of the 
key components of successful institutional transformation and reaching objectives set. The 
University of Delaware reports that a significant increase in representation and retention 
cannot be expected within the duration of the grant (721). One prominent example is West 
Virginia University’s Advance Center, which offers programmes for students and employees 
in faculties beyond STEM. The university has also broadened its network of institutions and 
collaborates with others to promote ideas of institutional change and equality in R&I (722). 
Another important example of NSF Advance’s sustainability is the University of Michigan’s 
programme funded under the very first Advance campaign, which has recently celebrated its 
20th anniversary (723). Many of the University of Michigan’s Institutional Transformation 
grant’s actions, including the creation of a Strategies and Tactics for Recruiting to Improve 
Diversity and Excellence Committee and the CRLT Players group, have been adopted by 
other universities (724). 

One of the unintended and unexpected changes observed by the NSF is the emergence 
of an informal network of Advance advocates (725). This network consists of the former and 
current participants in Advance-funded programmes and projects who have seen changes in 

 

(716) For example, from the University of Delaware, Andreasen, R., Doty, H. W. and Cook, L. P. (2017), ‘Measuring 
the impact of NSF Advance programming at the University of Delaware’, ASEE Annual Conference & 
Exposition, 24–28 June 2017, Columbus, OH; from Columbia University, Bell, R. E., Laird, J. D., Pfirman, S. L., 
Mutter, J. C., Balstad, R. G. and Cane, M. A. (2005), ‘An experiment in institutional transformation: The NSF 
Advance program for women at the Earth Institute at Columbia University’, Oceanography, Vol. 18, No 1, 
pp. 25–34; and from the University of Colorado Boulder, Laursen, S. and Rocque, B. (2009), ‘Faculty 
development for institutional change: Lessons from an Advance project’, Change: The Magazine of Higher 
Learning, Vol. 41, No 2, pp. 18–26. 

(717) Bilimoria, D., Joy, S. and Liang, X. (2008), ‘Breaking barriers and creating inclusiveness: Lessons of 
organizational transformation to advance women faculty in academic science and engineering’, Human 
Resource Management, Vol. 47, No 3, pp. 423–441. 

(718) Bilimoria, D. and Singer, L. T. (2019), ‘Institutions developing excellence in academic leadership (IDEAL): A 
partnership to advance gender equity, diversity, and inclusion in academic STEM’, Equality, Diversity and 
Inclusion: An International Journal, Vol. 38, No 3, pp. 362–381. 

(719) Individual interview conducted on 9 August 2022 as part of the benchmarking study. 
(720) Ibid. 
(721) Andreasen, R., Doty, H. W. and Cook, L. P. (2017), ‘Measuring the impact of NSF Advance programming at 

the University of Delaware’, ASEE Annual Conference & Exposition, 24–28 June 2017, Columbus, OH. 
(722) Individual interview conducted on 12 August 2022 as part of the benchmarking study; more information is 

available at https://advance.wvu.edu/. 
(723) https://advance.umich.edu/about/. 
(724) More information about CRLT players is available at https://crlt.umich.edu/crltplayers. 
(725) Individual interview conducted in August 2022 as part of the benchmarking study; see Gold, J. R., Gates, A. J., 

Haque, S. A., Melson, M. C., Nelson, L. K. and Zippel, K. (2022), ‘The NSF Advance network of organizations’, 
Advance Journal, Vol. 3, No 1, doi:10.5399/osu/ADVJRNL.3.1.3. 

https://advance.wvu.edu/
https://advance.umich.edu/about/
https://crlt.umich.edu/crltplayers
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workplace culture first-hand and often continue advocacy for equality from more senior 
positions as their careers progress. One specific more formal network created through 
Advance is the Advance Resource and Coordination Network (726). In some cases, after 
grantees find employment at a new organisation, they become advocates for change there, 
either applying for new grants or encouraging change using university funds. As Zippel and 
Ferree note, ‘ADVANCE leadership team members (both administrators and faculty) moved 
to more than 74 other universities that did not have an ADVANCE IT [Institutional 
Transformation] grant, and 11 of these universities subsequently applied successfully’ (727). 
In addition to broadening the pool of institutions committed to change, grantees sometimes 
decide to broaden the scope of their policies and activities to include other faculties beyond 
STEM. For example, the West Virginia University’s Advance Center, which was first set up 
using resources provided by an NSF grant in 2010, continues to operate and, in addition to 
sustaining previous activities and changes, has broadened its scope to include other faculties 
and activities. Some grantees launch projects supporting Advance’s dissemination potential, 
such as the Advance Journal established by Oregon State University (728). 

R&I efficiency, quality and productivity are not among the major objectives of the Advance 
programme. The programme has a social justice approach and focuses on transforming 
STEM faculties as workplaces to encourage under-represented groups to enter and stay in 
the field by accommodating their needs and challenging existing biases. According to the 
Women, Minorities, and Persons with Disabilities in Science and Engineering report (729), 
globally, the programme has had a positive impact on R&I, but the report puts more emphasis 
on gender equality rather than R&I quality and productivity indicators. 

10.2.5.4. Challenges 

Some of the key challenges in the successful implementation of the Advance programme is 
sustaining change beyond the grant period. While approximately two out of three 
institutions participating in the programme decide to continue with their activities and even 
broaden their scope (730), which is a very positive result, this is still not a standard practice. 
Additionally, it is still unclear whether programmes will be sustained at institutions which 
participated in other than the IT track. The Institutional Transformation track provides the 
most substantial financial contribution over a long period, encouraging sustainability. 
However, for other tracks it is hard to say whether the funds provided are enough to 
encourage institutions to continue implementing programmes after the end of the grant. 

The NSF has noticed that the implementation of the intersectionality requirement is 
somewhat challenging and there is a general shortage of good-quality proposals that include 
this approach in a comprehensive and appropriate way. This is in part because of the lasting 
tradition of addressing different social dimensions (gender, race, class, etc.) as separate 
categories. There is a lack of understanding and know-how regarding the analysis of the 

 

(726) More information about the ARC Network, created through Advance, is available at www.equityinstem.org/. 
(727) Zippel, K. and Ferree, M. M. (2018), ‘Organizational interventions and the creation of gendered knowledge: US 

universities and NSF Advance’, Gender, Work & Organization, Vol. 26, No 6, pp. 805–821, 
doi:10.1111/gwao.12290. 

(728) More information about the Advance Journal and its publications and findings is available at 
www.advancejournal.org/article/33822-the-nsf-advance-network-of-organizations. 

(729) https://ncses.nsf.gov/pubs/nsf21321/report/about-this-report#top. 
(730) DeAro, J., Bird, S. and Ryan, S. M. (2019), ‘NSF Advance and gender equity: Past, present and future of 

systemic institutional transformation strategies’, Equality, Diversity and Inclusion: An International Journal, 
Vol. 38, No 2, p. 135. 

http://www.equityinstem.org/
https://www.advancejournal.org/article/33822-the-nsf-advance-network-of-organizations
https://ncses.nsf.gov/pubs/nsf21321/report/about-this-report#top
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interactions between different types of discrimination, despite resources provided by the 
NSF (731). 

A challenge listed by stakeholders from both the NSF and a participating institution is the 
lack of staff. In order to implement more effective monitoring and evaluation cycles, more 
staff would have to be employed. At the moment, only two people are employed by the NSF 
to manage the Advance programme. Similarly, an interviewee involved in Advance at the 
institutional level reported similar concerns regarding capacities and resources available to 
employees involved in the implementation of the programme (732). However, as demonstrated 
previously in this section, the Advance awards themselves, especially under the Institutional 
Transformation track, are substantial. 

10.2.6. Norway 

10.2.6.1. Country context 

For decades Norway has been a leader in implementing institutional solutions to attain 
equality between men and women (733). Norway was one of the first countries in Europe to 
introduce legislation prohibiting gender discrimination in 1978 and the first country to 
introduce gender representation through gender quotas. According to the Global Gender Gap 
Report 2022 (734), Norway is one of the most gender-equal countries globally, ranking 3rd. 
However, there is a marked imbalance between women and men in the Norwegian research 
community. Although women currently make up the majority of students and research staff 
and almost half of academic staff, this proportion drops sharply as individuals rise in the 
hierarchy (735). The share of women in leading scientific positions remains relatively low. For 
instance, the percentage of women among full professors was 34.7 % in 2021 (33.5 % in 
2020) (736). According to the Research Council of Norway, two main challenges in achieving 
a gender balance were identified in Norwegian research (737). The first is that upper-level 
recruitment remains significantly male dominated, with progress towards a more equal 
balance generally being slow. The second is that disciplines, professions and specialities are 
largely gender-divided (738). 

10.2.6.2. About the initiative 

Norway adopted a legal requirement for all public employers and all private employers with 
more than 50 employees to make active, targeted and systematic efforts to ensure equality, 

 

(731) https://www.nsf.gov/pubs/2020/nsf20057/nsf20057.jsp#q9. 
(732) Individual interview conducted on 12 August 2022 as part of the benchmarking study. 
(733) Tomczak, D. A. (2016), ‘Gender equality policies and their outcomes in Norway’, Zarzadzanie Publiczne, 

Vol. 36, No 4, p. 389, doi:10.4467/20843968ZP.17.032.6041. 
(734) World Economic Forum (2022), Global Gender Gap Report 2022, Geneva 

(www3.weforum.org/docs/WEF_GGGR_2022.pdf). 
(735)  Balanse (2017), Norges forskningsråd (https://www.forskningsradet.no/siteassets/sok-om-

finansiering/programplaner/balanse-work-programme.pdf). 
(736) Kifinfo (n.d.) ‘Statistics on gender balance and diversity’ 

(https://kifinfo.no/en/content/statistics#Gender%20balance%20in%20scientific%20positions). 
(737) The Research Council of Norway (2019), Policy for gender balance and gender perspectives in research and 

innovation, Lysaker, Norway 
(https://www.forskningsradet.no/contentassets/19527ed7d0b149d6b9b310f8bb354ce9/nfr_gender_policy_orig-
1.pdf). 

(738) Ibid. 

https://www.nsf.gov/pubs/2020/nsf20057/nsf20057.jsp#q9
https://www3.weforum.org/docs/WEF_GGGR_2022.pdf
https://www.forskningsradet.no/siteassets/sok-om-finansiering/programplaner/balanse-work-programme.pdf
https://www.forskningsradet.no/siteassets/sok-om-finansiering/programplaner/balanse-work-programme.pdf
https://kifinfo.no/en/content/statistics#Gender%20balance%20in%20scientific%20positions
https://www.forskningsradet.no/contentassets/19527ed7d0b149d6b9b310f8bb354ce9/nfr_gender_policy_orig-1.pdf
https://www.forskningsradet.no/contentassets/19527ed7d0b149d6b9b310f8bb354ce9/nfr_gender_policy_orig-1.pdf
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as declared in the EADA (739) (2018) (Sections 24 and 26). This is called the general activity 
duty. 

The scope of the activity duty is defined in the EADA and other pieces of legislation. 
For example, Section 13 of the EADA declares that employers and managers of 
organisations and educational institutions should preclude and seek to prevent harassment 
and sexual harassment in their area of responsibility. Section 34 (on equal pay for work of 
equal value) states that women and men in the same undertaking should receive equal pay 
for the same work or work of equal value. Pay should be set in the same way, without regard 
to gender. The protected characteristics in the EADA are gender, pregnancy, leave in 
connection with childbirth or adoption, caring responsibilities, ethnicity, religion, belief, 
disability, sexual orientation, gender identity, gender expression and age (740). 

Other legislative acts also support these efforts. 

• The Universities and University Colleges Act (741) (2005), in Section 6-2 (on gender 
equality), states that universities and university colleges should make active, targeted 
and systematic efforts to ensure gender equality in all categories of employment in the 
institution. Section 4-3 (on the learning environment) deals with preventing and ending 
harassment and sexual harassment. Section 6-3 (advertisement of and appointment to 
academic posts) refers to gender under-representation in positions, and gender 
representation during expert assessments. 

• The act relating to working environment, working hours and employment 
protection, etc. (Working Environment Act (742)) (2006), in Section 13-1 (on the 
prohibition of discrimination) states that in cases of discrimination based on gender, 
pregnancy, leave of absence in connection with childbirth or adoption, caring 
responsibilities, ethnicity, religion, belief, disability, sexual orientation, gender identity or 
gender expression, the EADA applies. 

• The act relating to the Equality and Anti-Discrimination Ombud and the Anti-
Discrimination Tribunal (Equality and Anti-Discrimination Ombud Act) (743) (2018) 
contains provisions on the organisation and activities of the Equality and Anti-
Discrimination Ombud and the Anti-Discrimination Tribunal. 

In addition, the Research Council of Norway is introducing a new policy, making GEPs an 
eligibility criterion for funding (744). The research council endeavours to promote equality and 
gender balance in research by introducing the same requirement as the EU at the 
organisational level for applicants and partners in national calls for proposals. 

 

(739) Act relating to equality and a prohibition against discrimination, 16 June 2017 
(https://lovdata.no/dokument/NLE/lov/2017-06-16-51). 

(740) European Commission, DG Justice and Consumers (2021), Country Report – Gender equality: Norway 2021, 
Publications Office of the European Union, Luxembourg (https://data.europa.eu/doi/10.2838/402000). 

(741) Universities and University College Act, 1 April 2005 
(https://www.regjeringen.no/contentassets/9d169ea2959d4ceb92d91d9e08dfa83a/the-university-and-
university-colleges-act.pdf). 

(742) Act relating to working environment, working hours and employment protection, etc. (Working Environment 
Act), 17 June 2005 (https://lovdata.no/dokument/NLE/lov/2005-06-17-62). 

(743) Act relating to the Equality and Anti-Discrimination Ombud and the Anti-Discrimination Tribunal (Equality and 
Anti-Discrimination Ombud Act), 16 June 2017 (https://lovdata.no/dokument/NLE/lov/2017-06-16-50). 

(744) Kifinfo (n.d.), ‘Action plans for equality and diversity’ (https://kifinfo.no/en/content/gender-action-plans). 

https://lovdata.no/dokument/NLE/lov/2017-06-16-51
https://data.europa.eu/doi/10.2838/402000
https://www.regjeringen.no/contentassets/9d169ea2959d4ceb92d91d9e08dfa83a/the-university-and-university-colleges-act.pdf
https://www.regjeringen.no/contentassets/9d169ea2959d4ceb92d91d9e08dfa83a/the-university-and-university-colleges-act.pdf
https://lovdata.no/dokument/NLE/lov/2005-06-17-62
https://lovdata.no/dokument/NLE/lov/2017-06-16-50
https://kifinfo.no/en/content/gender-action-plans


 

174 
 

Moreover, one of the six current priorities of the ERA is gender equality and the inclusion of 
the gender dimension in research. This imposes a duty on the Norwegian research sector. 

Annual letters of allocation from the Ministry of Education and Research to the HES state 
that the ministry expects institutions to work actively to promote equal career opportunities 
for women and men in Norwegian academia and to facilitate greater diversity (745). 

On 1 January 2020, the general activity duty under EADA was extended and made more 
comprehensive. One of the significant changes in the legal framework was the inclusion of a 
four-step working method (746) to: 

A) investigate whether there is a risk of discrimination or other barriers to equality 
including by reviewing pay conditions by reference to gender and the use of 
involuntary part-time work every two years, 

B) analyse the causes of identified risks, 

C) implement measures suited to counteract discrimination and promote greater 
equality and diversity in the undertaking, and 

D) evaluate the results of efforts made pursuant to a) to c). 

Norwegian public sector employers and private sector companies with more than 50 
employees must comply with that working method. Moreover, the general activity duty states 
that employers must identify and address challenges regarding equality and diversity in the 
workplace before any discrimination incidents occur. Companies are obliged to map the use 
of involuntary part-time work based on gender and conduct a gender pay gap review every 
2 years. Norwegian employers are supposed to consider grounds of discrimination such as 
(1) gender, (2) disability, (3) sexual orientation, (4) gender identity and gender expression, 
(5) religion and belief, (6) ethnicity, (7) pregnancy or (8) leave in connection with childbirth or 
adoption, and caring responsibilities (747). Furthermore, Norwegian employers should prevent 
harassment, sexual harassment and gender-based violence and are obliged to prevent 
intersectional discrimination, which is understood as discrimination based on several grounds 
that operate and interact simultaneously (748).  

Based on the EADA, all employers that work in accordance with the abovementioned working 
method must issue a statement on the company’s status (a duty to issue a statement) with 
two parts, specifying: 

• the actual status of gender equality in the company; 

• the work they have done on the activity duty with regard to anti-discrimination. 

The statement on equality and anti-discrimination is to be published in the company’s annual 
report or another public document. If the statement is given in another public document, the 

 

(745) Kifinfo (n.d.), ‘EU demands gender equality plan before granting funds’ (https://kifinfo.no/en/2020/11/eu-
demands-gender-equality-plan-granting-funds). 

(746) Equality and Anti-Discrimination Ombud (Likestillings- og diskrimineringsombudet (LDO)) (n.d.), ‘The activity 
duty and the duty to issue a statement’ (https://www.ldo.no/en/jobbe-for-likestilling/i-arbeidslivet/Aktivitets-og-
redegjorelsesplikten/employers-activity-duty-and-the-duty-to-issue-a-statement/). 

(747) Ibid. 
(748) Ibid. 

https://kifinfo.no/en/2020/11/eu-demands-gender-equality-plan-granting-funds
https://kifinfo.no/en/2020/11/eu-demands-gender-equality-plan-granting-funds
https://www.ldo.no/en/jobbe-for-likestilling/i-arbeidslivet/Aktivitets-og-redegjorelsesplikten/employers-activity-duty-and-the-duty-to-issue-a-statement/
https://www.ldo.no/en/jobbe-for-likestilling/i-arbeidslivet/Aktivitets-og-redegjorelsesplikten/employers-activity-duty-and-the-duty-to-issue-a-statement/


 

175 
 

annual report must reference the document. In addition, the Universities and University 
Colleges Act contains a gender equality section that restates some of the contents of the 
activity and reporting duty as set out in the EADA. 

10.2.6.3. Monitoring and evaluation: Framework and implementation 

In Norway, the institutions with the activity and reporting duty under law adopt their own 
measures and tools to ensure gender equality and report on progress. Employers are 
obligated to assess the status of gender equality in their institution. It is a duty of the 
Equality and Anti-Discrimination Ombud to monitor and evaluate GEPs. The KIF 
undertakes an annual check on which HEIs have a GEP. Data on the status of gender 
equality and diversity in research is included in annual and biannual statistics reports, such 
as the report on science and technology indicators for Norway (annual) and the status report 
on higher education (biannual) (749). 

The minimum elements that are to be included in the first part of the published statement are 
presented in Table 16. 

Table 16. Indicators used to monitor the initiative’s progress 

Other elements must be a part of the gender pay report (750). 

• The reporting must be based on quantitative data and all employees must be included 
(either by monthly salary, or annual salary for full-time workers). 

• The employer must separate the total headcount of employees into relevant 
subcategories to make it easy to evaluate work of equal value. 

 

(749) Oslo Metropolitan University (n.d.), ‘Meeting the mandatory GEP-requirements: The four building blocks’ 
(https://www.oslomet.no/en/about/diversity/gep-requirements). 

(750) LDO (n.d.), ‘The activity duty and the duty to issue a statement’ (https://www.ldo.no/en/jobbe-for-likestilling/i-
arbeidslivet/Aktivitets-og-redegjorelsesplikten/employers-activity-duty-and-the-duty-to-issue-a-statement/). 

Quantitative indicators 

• The gender balance in the workplace 

• A breakdown by gender of part-time workers 

• The proportion of temporary workers 

• The proportion of employees who have taken parental leave (women’s and men’s share, in 
weeks) 

• Pay by gender (more information is provided in the text following the table) 

• Results from the mapping of involuntary part-time work 

The last two elements should be reported every 2 years as a minimum. 

https://www.oslomet.no/en/about/diversity/gep-requirements
https://www.ldo.no/en/jobbe-for-likestilling/i-arbeidslivet/Aktivitets-og-redegjorelsesplikten/employers-activity-duty-and-the-duty-to-issue-a-statement/
https://www.ldo.no/en/jobbe-for-likestilling/i-arbeidslivet/Aktivitets-og-redegjorelsesplikten/employers-activity-duty-and-the-duty-to-issue-a-statement/
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• Pay reporting should be based on the average payroll data for women and men in the 
relevant subcategories. 

• The proportion of men and women in each subcategory should be reported. 

• The mapping must contain a proper evaluation of what constitutes equal work and work 
of equal value (based on competences, responsibilities, effort and working conditions). 

• All remuneration must be included (fixed pay, bonuses, benefits, etc.), and these can be 
listed together or separately. 

• The results of the payroll data must be published anonymously. 

The general data protection regulation places limits on what organisations can do with 
personal data. Employers are, therefore, only required to provide a statistical mapping of 
gender equality (751). 

No specific costs incurred in setting up and maintaining the monitoring and evaluation system 
have been identified. 

10.2.6.4. Impact of the initiative 

According to an interviewee, the EADA has certainly contributed to increasing gender equality 
in Norway (752). However, it is important to remember that the process of strengthening 
gender equality started in the 1970s in Norway. Since the act does not apply exclusively to 
the sphere of R&I, it is difficult to assess its impact on the development of the situation of 
gender equality in this particular sphere. In addition, as in Norway, in addition to the act, there 
are other initiatives and institutions aimed at ensuring gender equality in R&I, the impact of 
all of them should be considered comprehensively. 

In particular, there is a rich policy background in place, including the following. 

• The long-term plan for research and higher education 2019–2028 (753), which, as a 
national strategy, emphasises that the education system has an important role to play in 
efforts to develop democracy, protect human rights, promote gender equality and 
inclusion, and counteract radicalisation. 

• The strategy for Norway’s participation in Horizon Europe and the ERA (754) sets 
out the overriding goals for Norway’s participation for 2021–2027. 

• A policy for gender balance and gender perspectives in research and innovation (755) was 
implemented in 2019. 

 

(751) LDO (n.d.), ‘The activity duty and the duty to issue a statement’ (https://www.ldo.no/en/jobbe-for-likestilling/i-
arbeidslivet/Aktivitets-og-redegjorelsesplikten/employers-activity-duty-and-the-duty-to-issue-a-statement/). 

(752) Individual interview conducted on 11 August 2022 as part of the benchmarking study. 
(753) Ministry of Education and Research (2019), Long-term Plan for Research and Higher Education 2019–2028. 
(754) Ministry of Education and Research (2022), Strategy for Norway’s participation in Horizon Europe and the 

European Research Area. 
(755) The Research Council of Norway (2019), Policy for gender balance and gender perspectives in research and 

innovation, Lysaker, Norway 

 

https://www.ldo.no/en/jobbe-for-likestilling/i-arbeidslivet/Aktivitets-og-redegjorelsesplikten/employers-activity-duty-and-the-duty-to-issue-a-statement/
https://www.ldo.no/en/jobbe-for-likestilling/i-arbeidslivet/Aktivitets-og-redegjorelsesplikten/employers-activity-duty-and-the-duty-to-issue-a-statement/
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• The Research Council of Norway has implemented the Balanse (756) programme. The 
main objective of the programme is to promote gender equality and gender balance in 
Norwegian research. The programme will help to bring about structural and cultural 
change in the research system through generating new knowledge, learning and 
innovative measures. The 2017–2022 work programme (757) provides an overview of 
challenges, objectives and priorities; anticipated results, impacts and societal outcomes; 
and the available resources and budget. Balanse funding may be sought by universities, 
university colleges, research institutes, and research-intensive trade and industry. The 
programme is targeted towards research institutions, not individual researchers. 

• The FRONT project (758) (2015–2019) aimed to promote gender equality by looking for 
solutions to improve the representation of women in scientific and managerial positions. 
FRONT was a collaborative project between the Faculty of Mathematics and Natural 
Sciences and the Centre for Gender Research at the University of Oslo, and received 
funding from Balanse. 

Generally, the Norwegian research system has two levels of impact: policy/legal and 
strategy. The research policy level includes the Norwegian government, the national 
assembly and the ministries responsible for designing and supervising research policy and 
developing and implementing the 2019–2028 long-term plan for research and higher 
education and the 2021–2027 strategy for Norway’s participation in Horizon Europe and the 
ERA. 

At the strategic level, the Norwegian government appointed the KIF in 2004 (759). The 
committee receives its mandate from the Ministry of Education and Research every 3 years. 
Its mandate is to support and give recommendations on measures that contribute to 
mainstreaming gender equality and diversity work in the university, college and research 
institute sector and thus promote gender equality and diversity (760). According to KIF, 33 
accredited universities and university colleges were members of Universities Norway 
in October 2020 (761). Measures to achieve gender equality and diversity among students and 
employees are two of the areas of discrimination in the institutions’ action plans. 

The key institution at the research strategy level is the Research Council of Norway, 
established in 1993. As the government’s research policy advisor, it works to promote R&I of 
high quality and relevance and to generate knowledge in priority areas to enable Norway to 
deal with key challenges in society and the business sector. Research organisations are the 
research council’s key target group. The council identifies strategic research areas, evaluates 
research in all areas and disciplines and allocates research funds; for instance, it is 
responsible for the Balanse initiative, described above. The research council established 

 

(https://www.forskningsradet.no/contentassets/19527ed7d0b149d6b9b310f8bb354ce9/nfr_gender_policy_orig-
1.pdf). 

(756) https://www.forskningsradet.no/en/apply-for-funding/funding-from-the-research-council/balanse/. 
(757) Balanse (2017), Norges forskningsråd (https://www.forskningsradet.no/siteassets/sok-om-

finansiering/programplaner/balanse-work-programme.pdf). 
(758) www.stk.uio.no/english/research/projects/front/. 
(759) Kifinfo (n.d.), ‘Committee for Gender Balance and Diversity in Research (KIF) 2022–2025’ 

(https://kifinfo.no/en/content/committee-gender-balance-and-diversity-research-kif-0). At first, the committee 
was named the Committee for Mainstreaming – Women in Science. The committee changed its name to the 
Committee for Gender Balance in Research, and then the Committee for Gender Balance and Diversity in 
Research. 

(760) Kifinfo (n.d.), ‘About the KIF committee and Kifinfo’ (https://kifinfo.no/en/content/contact-us-0). 
(761) Kifinfo (n.d.), ‘Action plans for equality and diversity’ (https://kifinfo.no/en/content/gender-action-

plans#Overview%20of%20action%20plans). 

https://www.forskningsradet.no/contentassets/19527ed7d0b149d6b9b310f8bb354ce9/nfr_gender_policy_orig-1.pdf
https://www.forskningsradet.no/contentassets/19527ed7d0b149d6b9b310f8bb354ce9/nfr_gender_policy_orig-1.pdf
https://www.forskningsradet.no/en/apply-for-funding/funding-from-the-research-council/balanse/
https://www.forskningsradet.no/siteassets/sok-om-finansiering/programplaner/balanse-work-programme.pdf
https://www.forskningsradet.no/siteassets/sok-om-finansiering/programplaner/balanse-work-programme.pdf
http://www.stk.uio.no/english/research/projects/front/
https://kifinfo.no/en/content/committee-gender-balance-and-diversity-research-kif-0
https://kifinfo.no/en/content/contact-us-0
https://kifinfo.no/en/content/gender-action-plans#Overview%20of%20action%20plans
https://kifinfo.no/en/content/gender-action-plans#Overview%20of%20action%20plans
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Kilden genderresearch.no (762) in 1998, a national knowledge centre for gender 
perspectives and gender balance in research. Kilden genderresearch.no disseminates and 
promotes research on gender, and functions as a hub for gender researchers and all others 
interested in research on gender and equality. It is worth noting that the Research Council 
of Norway is also active at the European level. It actively participates in international 
projects as a task leader or engaged member of consortia, for instance, in projects such as 
Gender-NET, founded under the 7FP, or Gender-NET Plus, financed by Horizon 2020. 
Thanks to these two projects and the significant substantive involvement, including RSN, a 
solid and robust overview of EU and national initiatives related to GEP was created. 

The Research Council of Norway and KIF strive to promote equality and gender balance in 
research by introducing the same GEP requirements as the EU at the organisational level 
for applicants and partners in national calls for proposals. It would seem that the requirements 
in the domestic legislation should be enough. However, one of the experts interviewed 
explained that a certain challenge is the lack of sanctions for failure to implement targeted 
actions regarding gender equality in institutions provided for by the EADA. When having a 
GEP is a direct requirement for funding, the situation changes for the better (763). 

10.2.6.5. Challenges 

As a result of the long-term policy and implementation of various measures at the national 
level, out of 32 universities and university colleges only 2 do not have an action plan in 
Norway. However, this should change soon, as these two institutions are also developing 
their action plans, as of February 2023 (764). Furthermore, of the 33 research institutes with 
basic funding from the research council, all have equality plans (765). One of the main 
challenges will be ensuring their proper and relevant implementation, monitoring, 
evaluation and revision, if required. According to regulations, institutions are responsible 
for the content and the quality of their action plans. The duty to guarantee quality entails other 
challenges, such as human resource allocation, and a commitment and effort to conducting 
research, planning or even data collection, which appears to be very resource and time-
consuming for all universities, colleges, and institutes (766). As pointed out by an interviewee, 
there is a huge need for the design and creation of a national standard that ensures everyone 
can easily obtain statistics, so that the institutions can use the time saved on primary and 
secondary data collection to analyse the information and data and more thoroughly 
investigate the measures and actions implemented and planned (767). 

Moreover, like other countries, Norway faces a situation in which disciplines, professions and 
specialities are largely gender-divided (768). An interviewee emphasised that certain 
disciplines have an uneven gender distribution in favour of women (769). For example, 65 % 
of the PhD graduates in medical sciences were women and the share of men was particularly 
high within technology (70 %) and mathematics / natural sciences (60 %) in 2021. 
Furthermore, it should also be noted that 44 % of PhD graduates were of foreign origin in 

 

(762) https://kjonnsforskning.no/en/about-kilden. 
(763) Individual interview conducted on 11 August 2022 as part of the benchmarking study. 
(764) Kifinfo (2023), ‘Never have there been so many equality plans but who ensures their quality?’ 

(https://kifinfo.no/en/2023/02/never-have-there-been-so-many-equality-plans-who-ensures-their-quality). 
(765) Ibid. 
(766) Individual interview conducted on 19 August 2022 as part of the benchmarking study. 
(767) Ibid. 
(768) The Research Council of Norway (2019), Policy for gender balance and gender perspectives in research and 

innovation, Lysaker, Norway. 
(769) Individual interview conducted on 10 August 2022 as part of the benchmarking study. 

https://kjonnsforskning.no/en/about-kilden
https://kifinfo.no/en/2023/02/never-have-there-been-so-many-equality-plans-who-ensures-their-quality
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2021 (770), which highlights the importance of an intersectional approach to ensuring 
equal rights and opportunities. 

When analysing the challenges in the area of public policy, it is important to note that the 
EADA replaces the four earlier laws that put in place protection against discrimination on the 
basis of gender, ethnicity, disability and sexual orientation, gender identity and gender 
expression (771). At the same time, the intersectional approach of the EADA has changed 
the whole discourse on gender equality, as working to achieve gender equality is different 
from working to prevent discrimination (772). 

 

(770) Statistics Norway (2022), ‘Rekordmange utenlandske statsborgere blant de nye doktorene i 2021’ 
(https://www.ssb.no/teknologi-og-innovasjon/forskning-og-innovasjon-i-
naeringslivet/statistikk/forskerpersonale/artikler/rekordmange-utenlandske-statsborgere-blant-de-nye-
doktorene-i-2021). 

(771) Government.no (2023), ‘Gender equality’ (https://www.regjeringen.no/en/topics/equality-and-
diversity/likestilling-og-inkludering/gender-equality/id670481/). 

(772) Individual interview conducted on 23 August 2022 as part of the benchmarking study. 

https://www.ssb.no/teknologi-og-innovasjon/forskning-og-innovasjon-i-naeringslivet/statistikk/forskerpersonale/artikler/rekordmange-utenlandske-statsborgere-blant-de-nye-doktorene-i-2021
https://www.ssb.no/teknologi-og-innovasjon/forskning-og-innovasjon-i-naeringslivet/statistikk/forskerpersonale/artikler/rekordmange-utenlandske-statsborgere-blant-de-nye-doktorene-i-2021
https://www.ssb.no/teknologi-og-innovasjon/forskning-og-innovasjon-i-naeringslivet/statistikk/forskerpersonale/artikler/rekordmange-utenlandske-statsborgere-blant-de-nye-doktorene-i-2021
https://www.regjeringen.no/en/topics/equality-and-diversity/likestilling-og-inkludering/gender-equality/id670481/
https://www.regjeringen.no/en/topics/equality-and-diversity/likestilling-og-inkludering/gender-equality/id670481/
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10.3. Benchmarking conclusions 

Table 17 summarises key elements of the initiatives included in the benchmarking study. Below the table, comparative findings are discussed. 

Table 17. Comparison of the GEP-supporting initiatives outside the EU analysed in the study 

Initiative  

Athena SWAN 
Charter 
(United 
Kingdom) 

SAGE (Australia) 
Dimension 
(Canada) 

SEA Change 
(United States) 

NSF Advance 
(United States) 

Norway: 

a) EADA 

b) Policy of the 
Research 
Council of 
Norway 
(making GEPs 
an eligibility 
criterion for 
funding) 

Horizon Europe 
GEP eligibility 
criterion 

Start year 2005 2015 2019 2019 2001 
a) 2018 

b) 2022 

Applicable to calls 
for proposals with 
deadlines in 2022 
onwards 

Inclusion focus 
Women in 
STEMM in HEI 
and research 

Gender and EDI in 
STEMM in IHEIs. The 
initiative’s GEP 
includes Indigenous 
Peoples and 
transgender people 

Includes, for 
example, 
women, people 
with disabilities, 
Indigenous 
Peoples, 
members of 
visible minority 
groups and of 
the LGBTQ2+ 
community 

Diversity, equity 
and inclusion in 
STEM fields 

Women in 
academic science 
and engineering 
careers 

a) Equality 

b) Gender equality 

Gender equality, 
with the 
incorporation of 
intersectionality 
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Modification of 
the Athena 
SWAN 
scheme 

Original 
initiative 

Yes. Adapted to the 
Australian context and 
HER needs 

Yes. Adapted to 
the Canadian 
context. 

Yes. Adapted to 
the United States 
context and the 
community’s 
needs. The 
initiative created 
its own brand, as 
Athena SWAN 
was not well 
known in the 
United States 

No No No 

STEM 
oriented 

Yes, although 
now broader in 
scope 

Yes No Yes Yes No No 

Aimed only at 
gender 
equality 

Yes No No No No 
a) No 

b) Yes 
No 

Funding/coordi
nating 
institutions 

UK Equality 
Challenge 
Unit, which is 
now part of 
Advance HE. 
The unit is a 
charity 
supporting 
equality and 
diversity for 
staff and 
students in 
HEIs 

National programme 
run by the AAS in 
partnership with the 
Academy of 
Technology and 
Engineering 

Federal 
research 
granting 
agencies: the 
Canadian 
Institutes of 
Health 
Research, the 
NSERC and the 
Social Sciences 
and Humanities 
Research 
Council 

AAAS NSF 

a) n/a 

b) Research 
Council of 
Norway 

EU / European 
Commission 
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Governmental 
support 

Partially 
(financial: 
small part of 
income is 
generated 
from grants 
from RFOs) 

Yes (financial, legal, 
political and strategic) 

Yes (financial, 
legal, political 
and strategic) 

Partially (financial: 
grant from NSF 
Advance and 
NGO funding) 

Yes (financial and 
strategic) 

Yes Yes 

Key aims and 
objectives 

The charter 
aims to 
encourage and 
recognise 
commitment to 
advancing 
careers of 
women in 
STEMM in 
HEIs and 
research. 

SAGE has to embed 
genuine and 
sustainable GEDI 
across the Australian 
tertiary education and 
research sector. 

Dimensions 
aims to address 
systemic 
barriers, 
particularly 
those 
experienced by 
marginalised or 
under-
represented 
groups. 

SEA Change aims 
to inspire, guide 
and support the 
voluntary 
transformation of 
STEMM fields in 
colleges and 
universities, and 
provide a more 
supportive 
learning 
environment for 
faculty and 
students from 
under-represented 
and underserved 
groups in STEMM. 

NSF Advance 
aims to increase 
the representation 
and advancement 
of women in 
academic science 
and engineering 
careers, 
contributing to the 
development of a 
more diverse 
science and 
engineering 
workforce. 

a) The act aims to 
promote 
equality and 
prevent 
discrimination 
based on 
gender, 
pregnancy, 
leave in 
connection with 
childbirth or 
adoption, care 
responsibilities, 
ethnicity, 
religion, beliefs, 
disability, 
sexual 
orientation, 
gender identity, 
gender 
expression, age 
and other 
significant 
characteristics. 

b) The research 
council 
endeavours to 
promote 
equality and 

The Horizon Europe 
GEP eligibility 
criterion aims to 
strengthen gender 
equality in R&I, 
eliminating gender 
inequality and 
intersecting 
socioeconomic 
inequalities 
throughout R&I 
systems. 
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gender balance 
in research by 
introducing the 
same 
requirement as 
the EU at the 
organisational 
level for 
applicants and 
partners in 
national calls 
for proposals. 

Data collection 
mechanism 

Institutions are 
obliged to 
collect 
quantitative 
and qualitative 
data. 

Member institutions 
are obliged to collect 
quantitative and 
qualitative data and 
monitor and report on 
challenges 
encountered and 
progress made. 

The participating 
universities 
should collect 
qualitative and 
quantitative data 
to measure, 
monitor, 
understand and 
report on 
challenges and 
progress made. 

Each participating 
institution has to 
collect and 
publicly present its 
data. The data 
collected are 
related to gender, 
disability and 
race/ethnicity. 

The programmes 
funded are 
required to 
annually report 
data related to 
progress towards 
the goals of the 
NSF Advance 
programme. 

a) The companies 
involved must 
issue a 
statement 
including: 

— the actual 
status of 
gender 
equality in 
the 
company; 

— the work 
the 
company 
has done 
as part of 
the activity 
duty to 
combat 
discriminat
ion. 

b) The 
requirement for 
a GEP applies 

Applicants are 
obliged to have a 
GEP for which they 
need to collect data 
(sex/gender-
disaggregated data 
on personnel and 
students, for the 
establishments 
concerned, and 
annual reporting 
based on 
indicators). 
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to calls for 
proposals with 
a deadline for 
applications in 
2022 or later. 

Accreditation 
and awards 
programme 

Yes 

Yes. Adapted to 
Australian needs (two 
additional levels of 
awards) 

Yes Yes No No No 

Membership/s
ubscription 
fees 

Yes, 
GBP 3 500 per 
year for 
Advance HE 
membership, 
which is a 
route to 
accreditation 
services 
(including 
Athena 
SWAN) 

Yes. Seven quota 
bands from 
USD 7 000 to 
USD 30 000. The fee 
depends on the 
annual revenue of the 
institution 

No 

Yes. Seven quota 
bands from 
USD 5 000 to 
USD 30 000. 
The fee depends 
on the annual 
revenue of the 
institution 

No No No 

Institutions 
targeted 

Universities 
and research 
institutes 
(since 2014) 

Universities and 
research institutes 

Post-secondary 
institutions 

Universities and 
colleges 

Universities and 
colleges 

a) All public 
institutions with 
more than 50 
employees 

b) HEIs applying 
for funding 

Public bodies, HEIs 
and research 
organisations 
applying for Horizon 
Europe grants 
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The benchmarking research has shown that specific ambitions (intended impact, 
outcomes, general and specific objectives, etc.) at the level of each GEP-supporting 
initiative were formulated in broad terms. In particular, no specific quantitative targets 
have been identified. More focus is placed on the evidence base and the formulation of 
SMART ambitions at the level of organisations (universities, colleges, departments) 
participating in a given initiative and developing their GEP, with a fair share of flexibility. 
Similar areas of focus are visible for the Horizon Europe GEP eligibility criterion. 

As with the Horizon Europe GEP eligibility criterion, to provide an evidence-based foundation 
for GEPs, the initiatives analysed require an element of self-assessment. The evidence 
collected across various initiatives shows that such self-assessments may present a 
serious administrative and substantive (research) burden for participating entities. 
Such a conclusion was among the reasons for the recent review of Athena SWAN 
procedures, whereby the scheme turned away from its previous, more prescriptive, practice 
of requiring applicants to collect a very specific (and large) set of data. At the same time, our 
research confirms the undisputed value of collecting robust evidence to support the resulting 
action plans. Not only does this provide a better diagnosis, which can then translate into 
better solutions, but it also helps to create a space for talking about equality, and a culture of 
learning and self-reflection that should be more conducive to wider organisational changes. 
The required workload also makes it difficult for the development of a GEP to be a simple 
box-ticking exercise, designed solely to fulfil legal requirements or financing conditions. 

A level of caution in setting GEP self-assessment requirements and embracing a 
prescriptive approach seems, therefore, advisable in order to balance the workload 
involved in developing GEPs and the requirement for a thorough evidence base for 
actions planned. This is even more important given that available evidence points to the 
administrative burden often being shouldered by senior women academics. But beyond the 
workload itself, a prescriptive approach to GEPs entails other risks, not least having an end 
product that is not tailored to the specific organisational context. It transpires from the 
interviews conducted that these contexts may vary greatly, which is why the initiatives mostly 
opt for a more flexible approach. The GEAR tool, developed by the European Commission 
and EIGE, incorporating learning from EU-funded GEP-related projects, is aligned with these 
insights insofar as it proposes suggestions for data collection as part of assessments of the 
status quo without imposing solutions. It recognises that data collection is dependent on 
institutional resources, and explicitly notes that ‘it is important not to spend too much time 
collecting and analysing data, but that efforts are needed in order to design a GEP that is 
appropriate for your organisation’ (773), which aligns with the benchmarking findings. 

Beyond the element of self-assessment, the Horizon Europe GEP eligibility criterion sets out 
other process-related requirements, namely publication (including top management 
commitment), dedicated resources and training (awareness raising/training on gender 
equality and unconscious gender biases for staff and decision-makers). While these are 
mostly similar for the benchmarked initiatives, none explicitly requires training to be carried 
out. However, training may still be included in the measures selected by participating 
institutions for their GEPs. 

The GEP-supporting initiatives analysed vary in scope in terms of the dimensions of 
equality they cover (gender and others). There is a visible trend of extending the scope 
towards EDI, including various characteristics of diversity beyond gender and 
intersectionality. For the Athena SWAN initiative, which is among the longer-standing ones, 

 

(773) https://eige.europa.eu/gender-mainstreaming/toolkits/gear/step-step-guide/step-2. 

https://eige.europa.eu/gender-mainstreaming/toolkits/gear/step-step-guide/step-2
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the scope has evolved from having a strong focus on gender to include an intersectional 
perspective and EDI, as important elements of the Athena SWAN Charter. This change was 
implemented in response to criticisms that had been raised in relation to the charter. In the 
more recent and related initiatives, EDI and the intersectionality perspective are more 
strongly embedded from the start. In addition to gender equality, SEA Change focuses on 
gender (including gender, gender identity and gender expression) and other dimensions such 
as race, ethnicity, disability status and sexual orientation. Similarly, SAGE has a wider scope 
of GEDI (gender, equity, inclusion and diversity), including transgender people and 
Indigenous Australians. Dimensions is devoted more generally to equality, with gender being 
one of its aspects. These variations on the Athena SWAN blueprint resulted from stakeholder 
consultations and the tailoring of the initiative (making improvements) in view of the specific 
national contexts. The Norwegian legislative obligations have been focused on equality more 
generally from the start. NSF Advance has embraced the intersectional perspective since 
2016 (774), although it still largely remains concentrated on gender equality. 

The development of EU GEPs towards inclusive GEPs, with a stronger focus on 
ensuring the intersectional perspective, is therefore well aligned with a wider trend. 
Political commitment is also backed by funding. Funding is available under the Horizon 
Europe WIDERA programme for actions supporting the development of inclusive GEPs in 
R&I organisations and under Pillar II, Cluster 2 – ‘Culture, creativity and inclusive society’ – 
of the Horizon Europe work programme, for gender studies and intersectional research. 
Know-how created in EU-funded projects can help tackle some of the challenges related to 
intersectionality as identified through benchmarking. 

The benchmarking study has identified some obstacles in including other 
characteristics of diversity into the scope of initiatives, for example through increasing 
the prominence of the intersectional or EDI perspective. For example, owing to the lack 
of know-how on gathering and analysing data on multiple social dimensions and the 
heterogeneity of institutions’ sociocultural make-up, NSF Advance applicants struggled to 
produce good-quality proposals incorporating an intersectional approach. SATs in Australia 
have also had similar problems; SAGE has pointed to the indicators that should be included 
in the application and prepared the application framework. However, collecting the required 
range of qualitative and quantitative data was reported to be quite a challenge. Most of the 
data were not collected and monitored by the organisations, so it was time-consuming for the 
institutions’ staff to generate them. It caused difficulties in presenting the facts, conclusions 
and future actions, especially in the context of the intersectionality-focused approach 
required (775). By highlighting these difficulties, the benchmarking study echoes the findings 
on EU GEPs and the lack of robust, systematically collected data taking into account 
intersectional aspects, which undermines the ability of institutions to fully understand their 
needs and monitor progress towards equality. The benchmarking illustrates a strong need 
for guidance on the incorporation of intersectionality into action plans and, 
particularly, on how to measure the related impacts. 

In this respect, the study reveals a crucial role for the institutions that implement the 
GEP-supporting initiatives analysed. They can offer a range of services (beyond guiding 
documentation) to lead the participants/grantees throughout the self-assessment and 
application process, as the examples of SAGE and SEA Change show in particular. In the 
cases of these programmes, the character of the institutions as independent companies is 
also interesting. It offers the potential for independence and the continuation of activities 

 

(774) Individual interview conducted on 9 August 2022 as part of the benchmarking study. 
(775) SAGE (2020), The Hartley Report: Evaluation of the sage peer review and accreditation process 

(https://sciencegenderequity.org.au/wp-content/uploads/2021/11/The-Hartley-Report.pdf). 

https://sciencegenderequity.org.au/wp-content/uploads/2021/11/The-Hartley-Report.pdf
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when the political climate in the countries turns against the equality agenda. The for-profit 
character may also force these organisations to step up the services they offer. While the 
institution implementing Athena SWAN is a non-profit organisation, membership fees that it 
collects can play similar roles. In addition, the placement of an initiative within the government 
(as in the case of Dimensions) presents specific advantages, including the full support of the 
government’s policies and state funding. Given the character of the EU GEP policy, finding 
one institution that could play such a one-stop-shop role would pose more challenges. The 
European Commission, with EU agencies such as EIGE, plays a crucial role in funding 
projects supporting GEP development and/or implementation, and developing guidance 
documents. However, considering the scale of the policy, expecting the Commission to be 
able to guide the organisations through their GEP journey on a more hands-on basis is not 
realistic. Such support could be provided by RFOs at the Member State level or by a 
dedicated EU-wide platform. 

The study showed differences between initiatives in terms of the fields of study 
covered, with some concentrating solely on STEM(M) and others having a wider scope, 
for example focusing on EU GEPs. Here too, a trend towards broadening the scope 
can be observed over time. For example, the Athena SWAN initiative, initially focused on 
STEMM, was extended in 2015 to include the humanities. The much newer Dimensions 
initiative aims to include all areas of research (776). Given the scope of scientific fields 
represented by the NSF, the Advance programme remained focused only on STEM (777). 
Some of the participating institutions (e.g. West Virginia University) broadened the initiative 
to other departments, but the related expenses were not covered by the initial grant and 
depended on the engagement of top management and its willingness to introduce institutional 
change at the university level. SAGE concentrates on STEMM in HER institutions (778). 
Generally, the Australian government has implemented several programmes and invested a 
lot of money in that sector, as it is a crucial area of the economy. 

Similar dimensions of gender equality are included in the initiatives analysed here, 
with EU GEPs promoting a somewhat wider scope of activities. The initiatives tackle 
issues of access and representation, the progression of students into academia and career 
development. There is also a recognition of the importance of shaping the right working 
environment to attract but also retain staff (779). This includes actions to tackle sexual 
harassment and other forms of gender-based violence. However, unlike with EU GEPs, the 
integration of the gender dimension in R&I content does not feature among the main priorities 
of the benchmarked initiatives. In the absence of such an explicit priority, at least some 
interventions funded by NSF Advance have still produced significant amount of academic 
work related to gender (780). Athena SWAN has also inspired a lot of research. 

It is worth mentioning that the specific and visible focus on the working environment 
and organisational culture carries its own challenges for measuring progress, as 
improvements in these areas are difficult to capture and necessitate a specific set of 
indicators, both quantitative and qualitative. One way in which institutions face this challenge 

 

(776) https://www.nserc-crsng.gc.ca/_doc/AthenaSwan/AthenaSWANWorkshop_e.pdf. 
(777) Individual Interview conducted on 9 August 2022 as part of the benchmarking study. 
(778) Individual interview conducted on 4 August 2022 as part of the benchmarking study. 
(779) Individual interviews conducted on 9 and 19 August 2022 as part of the benchmarking study. 
(780) See, for example, NSF (2017), ‘Advance Institutional Transformation at the University of Massachusetts 

Lowell’, Award Abstract No 1629761 
(https://www.nsf.gov/awardsearch/showAward?AWD_ID=1629761&HistoricalAwards=false); NSF 
(2017), ‘WVU program for retaining institutional diversity and equity’, Award Abstract No 1007978 
(https://www.nsf.gov/awardsearch/showAward?AWD_ID=1007978&HistoricalAwards=false). 

https://www.nserc-crsng.gc.ca/_doc/AthenaSwan/AthenaSWANWorkshop_e.pdf
https://www.nsf.gov/awardsearch/showAward?AWD_ID=1629761&HistoricalAwards=false
https://www.nsf.gov/awardsearch/showAward?AWD_ID=1007978&HistoricalAwards=false
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is by measuring workplace climate using surveys focusing on indicators, such as job 
satisfaction, intention to stay or feeling of inclusion in the department. The use of such 
surveys is required from departments applying for the Athena SWAN programme. However, 
many NSF Advance grantees also use this measure voluntarily. SAGE, adapting the Athena 
SWAN model, has also included such measurements in its requirements for candidates. 
Institutions applying for membership are implementing similar surveys. In the case of SEA 
Change, this depends on the willingness of the applying organisation. In the case of the US 
programme, organisations have a broader scope of voluntariness when collecting, combining 
and compiling data. 

Apart from variations in scope, the benchmarked initiatives employ different types of 
instruments to pursue their ambitions, offering different levels of reputational appeal 
and sustainability. Athena SWAN, SEA Change, Dimensions and SAGE are award 
schemes that offer recognition to institutions that present good-quality applications and 
efforts in the form of a certification or accreditation. They do not offer prize money or grants. 
They can thus play into the ranking and competition culture that HEIs are continuously 
involved in battling for talent and resources. These award schemes can leverage HEIs’ need 
to project elite status more easily than EU GEPs. 

Apart from the aspects of competition, recognition and appreciation that Athena SWAN and 
sister interventions incorporate, unlike EU GEPs, NSF Advance or the Norwegian GEP 
policy, they are designed as recurring exercises. Insofar as they necessitate renewal by 
the institutions in charge of the schemes, the schemes themselves incorporate an external 
quality control mechanism vis-à-vis participants’ GEPs. Furthermore, the temporary nature 
of the award and the need for renewal ensures continued engagement from 
participating organisations. As structural changes, such as improvements in gender 
equality, take years to mature, this design feature supports initiatives’ sustainability and 
impact. Efforts to ensure continuous engagement are particularly visible in the example of 
SAGE, which introduced ‘intermediate’ awards between the bronze and silver stages to keep 
institutions’ equality work going. This system design intends to consolidate the changes in 
the institutions and mobilise them to focus on the five selected key challenges and problems. 
In comparison, the Horizon Europe GEP eligibility criterion appears to be a one-off exercise, 
lacking a mechanism ensuring continuous engagement and improvement. 

While not a renewable award / certification scheme but a funding programme, NSF Advance 
shares some of the strengths of the award schemes and brings additional advantages. The 
grant award process ensures a level of external quality control similar to the award schemes. 
The availability of various funding tracks that focus on the dissemination/mainstreaming of 
earlier successful projects lowers the entry threshold for institutions with less capacity, and 
motivates previous and prospective grantees to engage, stimulating the creation of a 
community that helps sustain results. But at the core, NSF Advance provides substantial 
funding to individual institutions for their holistic, equality-focused transformations. The NSF 
Advance Institutional Transformation grant directly inspired the European Commission’s 
initiative to fund GEP implementation under FP7. The EU innovated further by including a 
requirement for several research organisations to work collaboratively in a consortium. This, 
however, necessitates spreading the funding across a wider range of organisations, which 
means that, even though the overall allocations per intervention may be similar between the 
NSF Advance Institutional Transformation grants and EU GEPs, the former initiative offers 
more financial support to individual institutions. 

The evidence so far does not allow for a clear conclusion to be drawn as to how all the 
differences between the initiatives translate into the best impacts for gender equality in R&I 
or its productivity, quality and effectiveness. 
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There are varying amounts of evidence on the monitoring and evaluation of the 
initiatives analysed, and it is difficult to classify clear and comprehensive systems. 
Most of the monitoring efforts are focused at the level of organisations participating in GEP-
supporting initiatives and not the initiatives as a whole. In terms of monitoring requirements 
for participating institutions, a fair amount of flexibility can be observed, accompanied by a 
recognition of the specific contexts and plans present in the participating institutions. This 
approach appears to align with previous research showing, among other things, that ‘there is 
no single form of evaluation, or “one size fits all” [approach], particularly for gender equality 
plans that focus on changing structural inequalities in institutions through targeted 
actions’ (781). 

Just as the GEAR tool did, the representatives of the analysed initiatives interviewed 
acknowledged the value of tailoring GEPs to organisational contexts and, most 
importantly, needs. They also appreciated the very different governance and procedural 
arrangements in participating entities, which inevitably influence the organisation of 
monitoring and evaluation, including the staff involved, the extent of data collection and the 
available resources. These circumstances, in turn, necessitate individual approaches to 
monitoring and evaluation, limiting possibilities for dictating monitoring and evaluation 
frameworks from the top down. Consequently, most of the ‘requirements’ with respect to 
monitoring and evaluation identified in the study are framed as guidance or 
recommendations. In the case of NSF Advance, monitoring and evaluation is expected to 
be carried out by an internal and external evaluator, which is similar to the requirement 
imposed in the GEP-implementing projects funded under FP7 and Horizon 2020. This is 
because, in the collaborative GEP-implementing projects, one of the consortium partners, a 
non-implementing one, had the role of an independent impartial evaluator. 

The initiatives analysed include an element of self-assessment on the part of participating 
entities (institutions/departments). While not explicitly called a self-assessment, the 
assessment can be seen as a mandatory baseline study. It is a research exercise requiring 
significant effort and resources, including extensive data collection. The review of 
indicators shows a visible focus on quantitative measurements, but many qualitative data are 
also collected. Climate surveys were one of the specific data collection mechanisms 
highlighted during the benchmarking study. In Norway, qualitative insights have been 
identified as missing (782). Importantly, the research showed that the burden associated with 
data collection is compounded by a lack of appropriate data collection mechanisms in 
organisations. Some of the institutions even decided to invest in the development of such 
systems through their action plans. 

Limited evidence of the impact on gender equality in R&I (and none on the impact on 
R&I productivity, efficiency and quality) is available, except for Athena SWAN and NSF 
Advance. Overall, the measurement of quantitative impacts is lacking. There is a common 
recognition in research, and among people involved in the initiatives, of the challenge in 
documenting the causal relations between the activities implemented through the GEP-
supporting initiatives and changes observed at the country level. This is both because 
changes such as increasing gender equality take time, but also because multiple other 
factors, beyond the universities and research institutes sector, influence the situation. There 
is therefore also some scepticism towards impact assessments in general. 

For this reason, much of the evidence focuses on the perceptions of impact. Evidence 
around Athena SWAN and NSF Advance has been positive in this respect, showing better 

 

(781) Systemic Action for Gender Equality (2020), ‘D2.4 – Mapping tools for the evaluation of gender equality plans’. 
(782) Individual interview conducted on 19 August 2022 as part of the benchmarking study. 
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representation of women, improvements in terms of career opportunities, and potential 
changes in institutional processes, structures and culture. However, Athena SWAN, for 
example, has also been seen as reproducing some of the inequalities that it has aimed to 
overcome, evidenced by women carrying the burden of its processes. This was also reflected 
in our study, as all interviewees were women. This suggests a need for caution and critical 
self-reflection among the GEP-supporting initiatives. 

The example of Athena SWAN highlights the positive impact of linking GEP-supporting 
initiatives to funding on the initiatives’ uptake. Similarly, establishing EU GEPs as a 
criterion for receiving Horizon Europe funding inspired increased efforts to bolster policies 
and actions on gender equality. As the benchmarking results hint, this linkage could also lead 
to box-ticking tendencies and changing the perception of the work from the right thing to do 
to something that has to be done. However, the efforts involved in the application process 
and the need for renewal counterbalance this risk. 

Some evidence suggests that targeting lower-level units in HEIs and research 
institutions, such as departments, can be more effective in terms of bringing about 
improvements in gender equality for individuals than targeting those at higher levels. 
The initiatives analysed operate at different organisational levels. Athena SWAN and SAGE 
awards can recognise both institutions and their departments. The Norwegian legislative duty 
supporting GEP implementation and Dimensions are institution-level initiatives, as is NSF 
Advance. There was limited evidence on how these differences translate into greater impact. 
However, in a 2013 evaluation of Athena SWAN ‘academic/research staff reported that 
Athena SWAN had had a greater impact on the work environment and work practices in Silver 
and Bronze award departments than in departments within an institution with a Bronze award, 
but no departmental award’ (783). Involving lower-level units at universities, including those 
responsible for recruitment and shaping the immediate working environment, was also 
underlined in an interview conducted in relation to the Norwegian experience (784). This may 
be because there are often considerable differences between the working cultures and staff 
of different departments. 

Overall, the results of the benchmarking research indicate that the GEP eligibility criterion 
in Horizon Europe is a unique initiative relative to other international developments. 
This is because of its objectives, characteristics and reach across a multitude of countries 
and organisations, the definition of a GEP, the mandatory process-related requirements it 
enforces and the guidance it provides on the thematic areas that should be included in the 
plans (785). Different actions can be included in GEPs, and their scope and complexity may 
vary; however, overall, they are aimed at establishing a strategic approach to achieving 
gender equality at the institutional level. The approach should be based on the analysis 
of needs; the planning of objectives, resources and responsibilities; and the implementation, 
monitoring and assessment of the selected actions (786). Despite the variety in the types and 

 

(783) Munir, F., Mason, C., McDermott, H., Morris, J., Bagilhole, B. and Nevill, M. (2013), Advancing women’s 
careers in science, technology, engineering, mathematics and medicine: Evaluating the effectiveness and 
impact of the Athena SWAN Charter, School of Sport, Exercise and Health Sciences and School of Social 
Sciences, Loughborough University, Loughborough, United Kingdom. 

(784) Individual interview conducted on 19 August 2022 as part of the benchmarking study. 
(785) European Commission, DG Research and Innovation (2021), Horizon Europe Guidance on Gender Equality 

Plans, Publications Office of the European Union, Luxembourg (https://op.europa.eu/en/publication-detail/-
/publication/ffcb06c3-200a-11ec-bd8e-01aa75ed71a1/language-en/format-PDF/source-232129669). 

(786) EIGE (n.d.), ‘What is a gender equality plan (GEP)’ (https://eige.europa.eu/what-gender-equality-plan-
gep?language_content_entity=en). 

https://op.europa.eu/en/publication-detail/-/publication/ffcb06c3-200a-11ec-bd8e-01aa75ed71a1/language-en/format-PDF/source-232129669
https://op.europa.eu/en/publication-detail/-/publication/ffcb06c3-200a-11ec-bd8e-01aa75ed71a1/language-en/format-PDF/source-232129669
https://eige.europa.eu/what-gender-equality-plan-gep?language_content_entity=en
https://eige.europa.eu/what-gender-equality-plan-gep?language_content_entity=en
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scopes of the initiatives reviewed, a key and critical challenge is the limited evidence of 
their impact on gender equality in R&I and on R&I productivity, efficiency and quality.
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11. Case studies 

This chapter sets out the findings of the five case studies that were carried out as part of this 
research. 

• Case study 1. Benefits of EU funding for GEP development and implementation, 
including its contribution to gender equality in R&I. 

• Case study 2. GEPs in R&I in selected eastern European countries. 

• Case study 3. GEPs in R&I in selected Mediterranean countries (EU-15). 

• Case study 4. The role of funding agencies in promoting GEPs and GEP-associated 
policies. 

• Case study 5. The impact of GEPs in STEM-focused HEIs and research organisations. 

11.1. Case study 1: Benefits of EU funding for gender equality plan 
development and implementation, including its contribution to 
gender equality in research and innovation 

11.1.1. Introduction 

This case study analyses the benefits of EU funding for the development and implementation 
of GEPs. It also examines the contribution of EU funding to gender equality in R&I and to R&I 
quality, efficiency and productivity in 11 selected EU-funded projects concerning the 
development of GEPs and GEP-related issues. The findings presented in this case study are 
the results of evidence gathered from desk research, qualitative interviews with key 
stakeholders involved in project coordination, evaluations of a number of the selected 
projects under FP7 and the Horizon 2020 SwafS work programme, and a survey of GEP 
stakeholders in R&I organisations. 

The projects analysed in this case study include eight projects aimed at the development and 
implementation of GEPs (CALIPER, GEARING-Roles, GENDERTIME, LIBRA, SAGE, 
GEECCO, SUPERA and TRIGGER). These were selected from among the 30 GEP-
implementing projects that have been funded by the European Commission through a 
dedicated call topic repeated every year from 2010 until 2020 – nine projects were funded 
under the Science-in-Society (SiS) work programme of FP7 and 21 projects were funded 
under the Science-with-and-for-Society (SwafS) work programme of Horizon 2020 (787). In 
addition, three projects contributing more widely to gender equality in R&I, all funded under 
the SwafS work programme (GE Academy, GENDERACTION, and GENDER-NET Plus), 
were selected. Both the GEP-implementing projects and these wider gender-equality-related 
EU-funded projects were included, as they all directly or indirectly support the development 

 

(787) The 30 GEP-implementing projects can be broken down by work programme year. Under FP7, the following 
projects were funded: 2010, Integer, GENIS LAB; 2011, Stages, FESTA; 2012, GENDERTIME, GENOVATE; 
2013, GARCIA, EGERA, TRIGGER. Under Horizon 2020, the following projects were funded: 2014, Plotina, 
GENERA, LIBRA; 2015, SAGE, EQUAL-IST, Baltic Gender; 2016, TARGET, GEECCO; 2017, CHANGE, 
SUPERA, R-I PEERS; 2018, Gender-SMART, GEARING-Roles, SPEAR; 2019, CALIPER, LetsGEPs, 
Equal4Europe, Targeted-MPI; 2020, RESET, Athena, MindtheGEPs. See the projects’ descriptions and results 
on CORDIS. 
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of GEPs within research organisations. Specifically, the exploration of a varied sample of 
projects from both typologies enabled the capture of the wide range of benefits that EU 
funding allocated through the gender equality strands of the FP7 SiS and Horizon 2020SwafS 
work programmes has had not only on GEP development but also on gender equality in R&I 
institutions and R&I quality and efficiency more broadly. 

It should be noted that there was a transition from the 2018 call onwards, which linked back 
to the 2012 ERA communication calling on the Commission to propose a recommendation to 
Member States on promoting gender equality in universities and research institutions. DG 
Research and Innovation subsequently asked EIGE to develop an online guide on GEPs that 
built on and featured the good practices of the EU-funded GEP-implementing projects up 
until 2012. EIGE then developed the GEAR tool, the first version of which was released at 
the end of 2016. After this, successive SwafS work programme call topics on support for GEP 
implementation requested that projects use the GEAR tool as a reference and as a basis on 
which to build (788). This was the case for projects such as GEARING-Roles, SPEAR, and 
CALIPER. The GEAR tool also influenced SUPERA, which began in 2018, and ongoing 
projects, such as GEECCO, SAGE and LIBRA. Although the FP7 projects needed to build 
their own GEP models, subsequent GEP projects were encouraged to liaise and exchange 
good practices and experiences with each other. 

GEP-implementing projects directly aid participating beneficiaries in designing, implementing 
and evaluating GEPs that encompass concrete actions related to greater gender equality in 
R&I, with the aim of achieving widespread and long-lasting institutional change in their 
organisations. The wider gender-equality-related projects enhance gender equality in R&I as 
well as R&I quality, efficiency and productivity within participating institutions and beyond. 
Projects in the latter group include capacity building and training (e.g. ACT, GE Academy), 
network and community of practice (CoP) creation (e.g. ACT, GENDER-NET Plus), national-
level policy support (e.g. GENDERACTION, GENDER-NET and GENDER-NET Plus) and 
further research activities (e.g. CASPER, EFFORTI, GRANteD, UniSAFE) on gender equality 
in R&I. These wider gender-equality-related projects complement and advance the actions 
carried out under GEP-implementing projects and thus strengthen the overall benefits of EU 
funding for GEP implementation as well as its contribution to gender equality in R&I 
institutions. 

The abovementioned EU-funded projects were specifically chosen from among the full 
portfolio of GEP-implementing projects and complementing gender-equality-related projects 
due to the large number of institutions that have participated in these projects (110), the types 
of organisations represented (RPOs, RFOs, national R&I agencies and organisations, private 
research organisations, SMEs) and the extensive geographical coverage, extending to 32 
countries, including 23 Member States (Belgium, Czechia, Denmark, Germany, Estonia, 
Ireland, Greece, Spain, France, Croatia, Italy, Cyprus, Luxembourg, Hungary, Malta, the 
Netherlands, Austria, Poland, Portugal, Romania, Slovenia, Slovakia, Sweden), six 
associated countries (Bosnia and Herzegovina, Georgia, Iceland, Norway, Serbia, Türkiye) 
and three non-affiliated countries (Canada, Switzerland, the United Kingdom). The projects 
have different periods, ranging from 2013 to the present day. 

  

 

(788) See, for example, the call SwafS-09-2018-2019-2020 ‘Supporting research organisations to implement 
gender equality plans’ (https://ec.europa.eu/info/funding-
tenders/opportunities/portal/screen/opportunities/topic-details/swafs-09-2018-2019-2020). 

https://ec.europa.eu/info/funding-tenders/opportunities/portal/screen/opportunities/topic-details/swafs-09-2018-2019-2020
https://ec.europa.eu/info/funding-tenders/opportunities/portal/screen/opportunities/topic-details/swafs-09-2018-2019-2020
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The case study is structured into seven sections as follows: 

• descriptions of the various selected projects, including the EU funding received; 

• evidence on the impact of the EU-funded projects on GEP development and 
implementation in the R&I institutions; 

• evidence on the impact of the EU-funded projects on gender equality in the R&I 
institutions and at the wider country level; 

• an examination of the evidence on the impact of EU funding on R&I quality, efficiency 
and productivity at the institutional and wider country levels; 

• a presentation of the most useful indicators that have been used in the selected projects 
to measure the state of play of and progress made in gender equality in R&I; 

• a description of the main challenges, barriers and gaps in advancing GEPs at the 
institutional, national and cross-national levels that the institutions involved in the 
selected EU-funded projects face; 

• conclusions on the overall benefits of EU funding. 

This case study looked at the impact in a broad sense to encompass evidence on both 
outputs and outcomes related to GEP development, gender equality, and R&I quality, 
efficiency and productivity. In terms of outputs, the case study highlights a number of positive 
impacts that EU-funded projects have had on gender equality and R&I quality, efficiency and 
productivity. These include additional gender mainstreaming tools, training sessions and 
capacity-building seminars, more interconnected networks, and dedicated diversity and 
gender equality positions. Moreover, evidenced outcomes on gender equality and R&I 
quality, efficiency and productivity include improved labour and working conditions for 
women, increased representation of women in senior and leadership positions, knowledge 
creation and changes in institutional cultures and attitudes towards gender equality, for 
example less resistance to discourse on gender equality. 

11.1.2. Descriptions of selected projects and EU funding received 

This section provides an overview of the projects examined as part of this case study under 
FP7 and the Horizon 2020 SWAFS work programme. A description of the aims, duration, 
countries and institutions involved in the projects are provided, together with a website link, 
the project type, the funding programme and the contribution from EU funding. 

GENDERTIME – Transferring Implementing Monitoring Equality 

Project duration. 1 January 2013 to 31 December 2016 

Countries. Austria, France, Germany, Italy, Serbia, Spain, Sweden, United Kingdom 

Institutions. Egalité des Chances dans les Etudes et la Profession d’ingénieur en Europe 
(coordinator), Interdisciplinary Research Centre for Technology, Work and Culture 
(Interdisziplinäres Forschungszentrum für Technik, Arbeit und Kultur (IFZ)), University of 
Padova, Linköping University, Université Paris XII Val de Marne, Mihajlo Pupin Institute, 
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University of Wuppertal, Loughborough University, Tecnalia Research and Innovation, 
University for Continuing Education Krems, University of Gothenburg 

Project type. GEP-implementing project, CSA-SA – support action funding scheme 

Funding programme. FP7 SiS 

EU funding contribution. EUR 2 328 077.00 

Project website. https://cordis.europa.eu/project/id/321491, https://GENDERTIME.org/ 

Project objective. The aim of the GENDERTIME project was to identify and implement 
the best systemic approach to increase the participation and career advancement of 
women researchers in selected institutions where self-tailored action plans were 
implemented. Institutions involved in GENDERTIME were intentionally very different in 
terms of size, discipline and history in order to experiment in various situations and to 
create a synergy among scientific partners. The plans involved activities including 
recruitment, retention and promotion policies, support for work–life balance measures, 
updated management and research standards and support for policies for dual career 
couples. To guarantee the real implementation of structural change in each institution, a 
central role was assumed by the transfer agents. 

 

TRIGGER – Transforming Institutions by Gendering contents and Gaining Equality 
in Research 

Project duration. 1 January 2014 to 31 December 2017 

Countries. Czechia, France, Italy, Spain, United Kingdom 

Institutions. Italian Department for Equal Opportunities (coordinator), Assembly of 
Women for Development and Fight against Social Exclusion (Assemblea delle Donne per 
lo Sviluppo e la Lotta all’Esclusione Sociale (ASDO), University of Pisa (Università di Pisa 
(UniPi)), University of Chemistry and Technology in Prague (Vysoká škola chemicko-
technologická v Praze (VSCHT)), Institute of Sociology of the Academy of Sciences of the 
Czech Republic, Birkbeck College, Université Paris Diderot-Paris 7, Technical University 
of Madrid, Istituto per la Ricerca Sociale 

Project type. GEP-implementing project, CSA: supporting – support action funding 
scheme 

Funding programme. FP7 SiS 

EU funding contribution. EUR 2 179 369.00 

Project website. https://cordis.europa.eu/project/id/611034/ 

Project objective. TRIGGER aimed to promote systemic interventions designed to have 
deep, long-lasting and widespread impacts at all levels in five research organisations. The 
project involved co-funders from five universities in different EU countries (Czechia, 

https://cordis.europa.eu/project/id/321491
https://gendertime.org/
https://cordis.europa.eu/project/id/611034/
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France, Italy, Spain and the United Kingdom), where integrated actions were implemented, 
building on the results of earlier projects and addressing three aspects of gender inequality 
in research: (1) working environment, formal/informal culture and explicit/tacit rules 
(awareness raising, collection of gender-sensitive data, support in the early stages of 
scientific careers, promotion of work–life balance); (2) content and methods of scientific 
research, acknowledging its gender dimension and impact (updating of teaching curricula, 
gendering the design of research and technological innovation, allocation of funds for 
gendered research, contrasting stereotypes about women in science); and (3) scientific 
leadership at different levels (selection procedures and criteria for the evaluation of 
scientific merit, introduction of equality targets in decision-making bodies, enhancement of 
women researchers’ visibility). Each of the five partners designed and carried out a tailored 
action plan including measures related to all three aspects of gender inequality; the relative 
weight of each aspect depended on the partner’s specific characteristics, situations and 
needs. 

 

CALIPER – Linking research and innovation for gender equality 

Project duration. 1 January 2020 to 31 December 2023 

Countries. Belgium, Croatia, Germany, Georgia, Greece, Italy, Romania, Slovakia, Spain, 
Türkiye, United Kingdom 

Institutions. ViLabs (coordinator), Smart Venice, Faculty of Electrical Engineering and 
Computing, University of Zagreb, Shota Rustaveli National Science Foundation of 
Georgia, Slovak University of Technology in Bratislava, Young Academy of Europe, 
Université libre de Bruxelles, National (Metsovian) Technical University of Athens, 
Barcelona Institute for Research in Biomedicine, Executive Agency for Higher Education, 
Research, Development and Innovation Funding, Yaşar University, University of Salento, 
Cardiff University 

Project type. GEP-implementing project, CSA – coordination and support action funding 
scheme 

Funding programme. Horizon 2020 SwafS work programme 

EU funding contribution. EUR 2 896 475.00 

Project website. https://cordis.europa.eu/project/id/873134, https://caliper-project.eu/ 

Project objective. The CALIPER project supported seven RPOs and two RFOs in nine 
countries across Europe (Belgium, Croatia, Italy, Georgia, Greece, Romania, Slovakia, 
Spain, Türkiye), which were in the early stages in terms of gender equality improvement, 
to develop GEPs and engage the local innovation hubs to transfer the gained knowledge 
beyond academia. The project goal was to make research organisations more gender 
equal by increasing the number of women researchers in STEM, improving their career 
prospects and integrating a gender dimension into research. 

  

https://cordis.europa.eu/project/id/873134
https://caliper-project.eu/


 

197 
 

GE ACADEMY – Gender Equality Academy 

Project duration. 1 January 2019 to 31 December 2021 

Countries. Austria, Belgium, Czechia, France, Germany, Greece, Hungary, Ireland, Italy, 
Norway, Spain 

Institutions. ViLabs (coordinator), Yellow Window, Conoscenza e Innovazione società a 
responsabilita limitata semplificata, Institute of Sociology of the Czech Academy of 
Sciences, Smart Venice, Charité – Berlin University Medicine, Technical University of 
Madrid, B-NK, Technological University Dublin, CNRS, Central European University 
(CEU), Research Council of Norway 

Project type. Training academy on gender equality in R&I and dissemination of gender 
knowledge across Europe, CSA – coordination and support action funding scheme 

Funding programme. Horizon 2020 SwafS work programme 

EU funding contribution. EUR 1 999 800.00 

Project website. https://cordis.europa.eu/project/id/824585, https://ge-academy.eu/ 

Project objective. This project focused on developing, implementing and sustaining a 
high-quality capacity-building programme on gender equality in R&I and higher education 
following the three main ERA objectives for gender equality in research set out in the 2012 
ERA policy framework. The project aimed to fill a gap in the EU research landscape – a 
landscape marked by ongoing gender inequality in research organisations and an 
underaddressed gender dimension of R&I. The GE Academy developed and provided a 
series of comprehensive training formats and tailor-made training materials for trainers, 
practitioners and researchers who contribute to achieving institutional change regarding 
gender equality in R&I and HEIs in Europe and beyond. A pan-European network of gender 
trainers was established, trained, coached and upskilled to deliver gender training 
sessions to R&I and higher education communities in Europe and beyond. 

 

GEARING-Roles – Gender Equality Actions in Research Institutions to traNsform 
Gender ROLES 

Project duration. January 2019 to 31 December 2022 

Countries. Belgium, Estonia, Netherlands, Portugal, Slovenia, Spain, Türkiye, United 
Kingdom 

Institutions. University of Deusto (coordinator), Institute of Geography and Spatial 
Planning (Instituto de Geografia e Ordenamento do Território) (IGOT) – University of 
Lisbon, University of Ljubljana, Sabancı University, Oxford Brookes University, Trilateral 
Research, Estonian Research Council, Yellow Window, Spanish Foundation for Science 
and Technology, Radboud University 

https://cordis.europa.eu/project/id/824585
https://ge-academy.eu/
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Project type. GEP-implementing project, CSA – coordination and support action funding 
scheme 

Funding programme. Horizon 2020 SwafS work programme 

EU funding contribution. EUR 2 999 962.25 

Project website. https://cordis.europa.eu/project/id/824536, https://gearingroles.eu/ 

Project objective. GEARING-Roles brought together, in a multidisciplinary consortium, 
10 European academic and non-academic partners that designed, implemented and 
evaluated six GEPs in six organisations (five universities, and one RFO) following the steps 
described in the GEAR tool (define, plan, act and check) with the objectives of challenging 
and transforming gender roles and identities linked to professional careers and working 
towards real institutional change. The four key priority areas of the projects were the career 
progression of women, education and research, leadership and decision-making, and 
gender equality in research organisations and with key stakeholders for the reinforcement 
of the ERA. 

 

GEECCO – Gender Equality in Engineering through Communication and 
Commitment 

Project duration. 1 May 2017 to 30 April 2021 

Countries. Belgium, Czechia, Germany, Spain, Italy, Austria, Poland 

Institutions. Vienna University of Technology (Technische Universitaet Wien (TU Wien)) 
(coordinator), Mediterranea University of Reggio Calabria, Cracow University of 
Technology (Politechnika Krakowska (PK)), Technical University of Catalonia (Universitat 
Politècnica de Catalunya (UPC)), TA CR, Vienna Science and Technology Fund, Yellow 
Window, B-NK, GESIS – Leibniz Institute for the Social Sciences 

Project type. GEP-implementing project, CSA – coordination and support action funding 
scheme 

Funding programme. Horizon 2020 SwafS work programme 

EU funding contribution. EUR 2 025 492.00 

Project website. https://cordis.europa.eu/project/id/741128 

Project objective. GEECCO aimed to establish tailor-made GEPs in four European RPOs 
and to implement the gender dimension in two RFOs (e.g. through funding schemes, 
programmes and review processes). All participating RPOs operate in the STEM field, 
where gender equality is still a serious problem and innovations are increasingly important 
in knowledge-based economies. GEECCO pursued the following objectives to enhance 
systemic institutional change towards gender equality in the STEM field: setting up a 
change framework and a tailor-made GEP for each participating RPO; implementing 

https://cordis.europa.eu/project/id/824536
https://gearingroles.eu/
https://cordis.europa.eu/project/id/741128
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gender criteria in the activities of RFOs; setting up a self-reflective learning environment in 
and between all RPOs and RFOs to allow them to learn from experience and match them 
with their specific needs and circumstances, building appropriate communication 
structures and processes within the RPOs and RFOs so that in the longer term they can 
deal with internal resistance to gender equality; and evaluating GEP implementation within 
the participating RPOs and RFOs using quantitative and qualitative monitoring indicators 
to enhance and fine-tune implemented actions over the course of the project. 

 

GENDERACTION – GENDer equality in the ERA Community To Innovate policy 
implementatiON 

Project duration. 1 April 2017 to 30 September 2021 

Countries. Austria, Bosnia and Herzegovina, Cyprus, Czechia, Germany, Greece, 
Luxembourg, Malta, Poland, Slovakia, Slovenia, Spain, Sweden, Türkiye 

Institutions. Institute of Sociology of the Czech Academy of Sciences (coordinator), 
Federal Ministry of Labour and Economy, Research and Innovation Foundation, German 
Aerospace Center, National Hellenic Research Foundation, Ministry of Economy, Trade 
and Business, University of Luxembourg, Ministry for Education, Sport, Youth, Research 
and Innovation, Ministry of Education, Science and Sport, Matej Bel University, Markez 
Nikola Savo, Scientific and Technological Research Council of Türkiye, University of Malta, 
Office of the Prime Minister, Ministry of Science, Innovation and Universities, National 
Documentation Centre, Federal Ministry of Education, Science and Research, Ministry for 
Finance and Employment, National Information Processing Unit, University of Gothenburg, 
Ministry for Equality, Research and Innovation 

Project type. Networking of national representatives and resources centres to advance 
gender equality policy in the ERA, CSA – coordination and support action funding scheme 

Funding programme. Horizon 2020 SwafS work programme 

EU funding contribution. EUR 1 948 400.00 

Project website. https://cordis.europa.eu/project/id/741466, https://genderaction.eu/ 

Project objective. The objectives of the project were to map and analyse Member States’ 
progress towards implementation of gender equality in R&I through national ERA action 
plans and strategies, deliver training events to build consistent and professional capacity 
in terms of gender equality in R&I among responsible national representatives and Horizon 
2020 national contact points, provide mutual learning opportunities to maximise existing 
experience among policymakers and other key stakeholders, prepare policy briefs on 
advancing gender equality in the ERA and build new collaborations to advance gender 
equality in international cooperation in STI. 

 

https://cordis.europa.eu/project/id/741466
https://genderaction.eu/
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GENDER-NET Plus – ERA-NET Cofund Promoting Gender Equality in H2020 and the 
ERA 

Project  duration. 15 September 2017 to 14 September 2023 

Countries. Austria, Belgium, Canada, Cyprus, Czechia, Estonia, France, Ireland, Israel, 
Italy, Norway, Spain, Sweden 

Institutions. CNRS (coordinator), Ministry of Economy, Trade and Business, Research 
Council of Norway, Vetenskapsradet – Swedish Research Council, An Tudaras Um Ard 
Oideachas, Fonds zur Förderung der wissenschaftlichen Forschung, Fonds de la 
Recherche Scientifique, TA CR, Research and Innovation Foundation, Ministry of 
Innovation, Science and Technology, Estonian Research Council, Ministry of Health, 
NSERC, Canadian Institutes of Health Research, National Agency for Research, ‘la Caixa’ 
Foundation, Ministry of Science, Innovation and Universities, State Research Agency 

Project type. Partnership of national research funding organisations to promote gender 
equality in the H2020 and in the ERA-NET cofund funding scheme 

Funding programme. Horizon 2020 SwafS work programme 

EU funding contribution. EUR 3 768 310.24 

Project website. https://cordis.europa.eu/project/id/741874, https://gender-net-plus.eu/ 

Project objective. GENDER-NET Plus aimed to strengthen transnational collaborations 
between research programme owners and managers, support the promotion of gender 
equality through institutional change and instigate the integration of sex and gender 
analysis into research and funding programmes. To do so, project partners – a consortium 
of 16 committed organisations – joined forces to (1) implement a co-funded call for 
proposals, (2) design and implement transnational actions on the promotion of gender 
equality through institutional change and the integration of sex and gender analysis into 
research, (3) update and enlarge the mappings and analyses on the promotion of gender 
equality in R&I carried out in GENDER-NET, (4) assess gender differences and bias in 
access to research grants and define and develop appropriate conditions for promoting 
equal opportunities in research funding, and (5) promote and disseminate key findings. 
GENDER-NET Plus addressed these goals through seven work packages, relying on 
strong transnational cooperation between partner Member States, associated countries 
and other non-EU countries, to contribute to the advancement of gender equality in the 
ERA. 

 

LIBRA – Leading Innovative measures to reach gender Balance in Research 
Activities 

Project duration. 1 October 2015 to 31 March 2019 

https://cordis.europa.eu/project/id/741874
https://gender-net-plus.eu/
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Countries. Austria, Czechia, Denmark, France, Germany, Italy, Netherlands, Spain, 
Switzerland, United Kingdom 

Institutions. Centre for Genomic Regulation (coordinator), ASDO, Research Center for 
Molecular Medicine of the Austrian Academy of Sciences, Institut Curie, Babraham 
Institute, European Institute of Oncology, Biotech Research and Innovation Centre, 
Friedrich Miescher Institute for Biomedical Research, Max-Delbrück Center for Molecular 
Medicine, Central European Institute of Technology, Netherlands Cancer Institute 

Project type. GEP-implementing project, CSA – coordination and support action funding 
scheme 

Funding programme. Horizon 2020 SwafS work programme 

EU funding contribution. EUR 2 291 640.75 

Project website. https://cordis.europa.eu/project/id/665937, https://www.eu-libra.eu/ 

Project objective. The main goals of LIBRA were to implement innovative GEPs that 
empower women researchers to achieve successful careers in science, remove gender 
barriers and biases at the institutional level and raise awareness of gender aspects in the 
experimental design of preclinical research projects. LIBRA aimed to improve gender 
equality and mainstream sex and gender analysis in the research content of life science 
research organisations in Europe, contributing to the ERA objective to boost women’s 
careers by promoting their leadership in research and in decision-making processes. 

 

SAGE – Systemic Action for Gender Equality 

Project duration. 1 September 2016 to 31 August 2019 

Countries. Bosnia and Herzegovina, France, Ireland, Italy, Portugal, Türkiye, United 
Kingdom 

Institutions. Trinity College Dublin (coordinator), University of Brescia, Kadir Has 
University, ISCTE – University Institute of Lisbon, Bordeaux Institute of Political Studies, 
International University of Sarajevo, Queen’s University Belfast 

Project type. GEP-implementing project, CSA – coordination and support action funding 
scheme 

Funding programme. Horizon 2020 SwafS work programme 

EU funding contribution. EUR 2 276 853.75 

Project website. https://cordis.europa.eu/project/id/710534, https://www.sage-
growingequality.eu/ 

Project objective. Through the design and implementation of GEPs, the aim of SAGE 
partner institutions was to uncover, assess and address the barriers to the equal 

https://cordis.europa.eu/project/id/665937
https://www.eu-libra.eu/
https://cordis.europa.eu/project/id/710534
https://www.sage-growingequality.eu/
https://www.sage-growingequality.eu/
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participation of women and men in research and decision-making. In particular, the SAGE 
goals were to remove barriers to the recruitment, retention and career progression of 
women researchers; to address gender imbalances in decision-making processes; and to 
strengthen the gender dimension in research programmes. 

 

SUPERA – Supporting the Promotion of Equality in Research and Academia 

Project duration. 1 June 2018 to 31 May 2022 

Countries. Belgium, Spain, France, Italy, Hungary, Austria, Portugal 

Institutions. Complutense University of Madrid (coordinator), Yellow Window, National 
Foundation of Political Sciences, University of Cagliari, Central European University, 
Centre for Social Studies – UC, Ministry of Economy, Industry and Competitiveness, 
Autonomous Region of Sardinia, Ministry of Science and Innovation 

Project type. GEP-implementing project 

Funding programme. Horizon 2020 SwafS work programme 

EU funding contribution. EUR 2 029 980.25 

Project website. https://cordis.europa.eu/project/id/787829, 
https://www.superaproject.eu/ 

Project objective. The main aim of the SUPERA project was to implement six fully fledged 
GEPs to create a structural understanding of gender inequalities, stereotypes and biases 
in research as cross-cutting issues, which must be tackled in all their complex, multilayered 
dimensions, and to encourage the inclusion of a gender perspective in research and 
academia. SUPERA implemented a holistic set of measures addressing the following 
objectives of the European Commission’s strategy: create gender-sensitive career 
management and workplaces; transform decision-making to move towards accountability, 
transparency and inclusiveness; and achieve excellence through strengthening the gender 
dimension in research and knowledge transfer. 

11.1.3. Impact of EU-funded projects on gender equality plan development and 
implementation in research and innovation institutions 

The desk research and analysis of primary data following consultation with key stakeholders 
demonstrated the positive impact that participation in the GEP-implementing projects has 
had on the development and implementation of GEPs in the participating R&I institutions. 
The design, implementation and evaluation of the GEPs that took place within the scope of 
the GEP-implementing projects aimed to support the participating organisations in achieving 
comprehensive and long-lasting institutional change through the execution of concrete 
tailored actions aiming to create greater gender equality in R&I across several key 
dimensions. Partaking in EU-funded GEP-implementing projects created the necessary 
conditions for sustainable gender equality policies among participating institutions, for 
example through the creation of organisational structures and dedicated GEP teams. 
Moreover, as the projects helped institutions develop their GEPs, participation in the GEP-

https://cordis.europa.eu/project/id/787829
https://www.superaproject.eu/
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implementing projects ultimately increased gender equality and enhanced R&I quality, 
efficiency and productivity in R&I institutions and at the wider level. 

One of the explicit objectives of the eight GEP-implementing projects analysed within this 
case study was the development and implementation of a fully fledged institutional GEP 
for each organisation participating as an implementing partner. Each project 
consortium also included independent evaluating partners, and in some cases 
technical advising partners, that supported the measuring of the impact of each 
project. The GEPs developed in this framework addressed a large number of concrete 
actions that support ERA priorities and gender-equality-related issues, such as work–life 
balance and organisational culture, gender balance in leadership and decision-making, 
gender equality in recruitment and career progression, the integration of the gender 
dimension into research and teaching content, and measures against gender-based violence 
(including sexual harassment). The implementation of action plans addressing gender 
equality measures was pioneered by INTEGER and GENIS LAB, the first two GEP-
implementing projects. Within TRIGGER, each of the five RPOs involved in the project 
designed and executed their own tailored GEP that tackled three key aspects of gender 
inequality: working environment and culture, scientific research content and methodologies, 
and scientific leadership at different levels. Specific focus was on the second aspect (789). 

To continue the important legacy of the (FP7-funded) first GEP-implementing projects, the 
Horizon 2020 SwafS work programme supported the implementation of GEPs with the slightly 
refocused purpose of fostering institutional change within RPOs and RFOs to move towards 
the achievement of three key objectives identified by the 2012 Commission communication 
on the ERA (790): gender equality in careers at all levels, gender equality in decision-making, 
and the integration of the gender dimension into R&I content (791). 

In the case of SUPERA, GEP implementation was expected to support the formulation of a 
structural understanding of gender inequalities, stereotypes and biases in research, and the 
inclusion of a gender perspective in research and teaching (792). SUPERA aimed to 
counteract the main obstacles to successful GEP implementation in research organisations 
through its commitment to four core principles: cumulativeness, according to which SUPERA 
built on existing tools and the experiences of previous structural change projects; innovation, 
in developing innovative implementation structures through transformation design 
techniques; inclusiveness and the involvement of the entire research and university 
communities through the use of participatory techniques; and the sustainability of 
interventions beyond the duration of the project, aiming to achieve long-lasting institutional 
change (793). 

 

(789) TRIGGER. (2018), Deliverable D6.6 Internal Evaluation Report No. 3, ASDO 
(https://cordis.europa.eu/project/id/611034/reporting). 

(790) European Commission (2012), Commission communication – A reinforced European Research Area 
partnership for excellence and growth (COM(2012) 392 final) (https://eur-lex.europa.eu/legal-
content/EN/TXT/?qid=1582640564996&uri=CELEX:52012DC0392). 

(791) European Commission, DG Research and Innovation, Tornasi, Z. and Delaney, N. (2020), Gender Equality – 
Achievements in Horizon 2020 and recommendations on the way forward, Publications Office of the European 
Union, Luxembourg (https://data.europa.eu/doi/10.2777/009204). 

(792) SUPERA (n.d.), ‘About us’ (https://www.superaproject.eu/what/). 
(793) Ferguson, L. and Mergaert, L. (2022), Resistances to Structural Change in Gender Equality, SUPERA 

(https://www.superaproject.eu/wp-content/uploads/2022/02/Resistances-to-Structural-Change-in-Research-
and-Innovation_v02.pdf); Bustelo, M. (2022), ‘What comes next? Sustainability of structural change for gender 
equality after SUPERA’ (https://www.superaproject.eu/what-comes-next-sustainability-of-structural-change-for-
gender-equality-after-supera/). 

https://eur-lex.europa.eu/legal-content/EN/TXT/?qid=1582640564996&uri=CELEX:52012DC0392
https://eur-lex.europa.eu/legal-content/EN/TXT/?qid=1582640564996&uri=CELEX:52012DC0392
https://data.europa.eu/doi/10.2777/009204
https://www.superaproject.eu/what/
https://www.superaproject.eu/wp-content/uploads/2022/02/Resistances-to-Structural-Change-in-Research-and-Innovation_v02.pdf
https://www.superaproject.eu/wp-content/uploads/2022/02/Resistances-to-Structural-Change-in-Research-and-Innovation_v02.pdf
https://www.superaproject.eu/what-comes-next-sustainability-of-structural-change-for-gender-equality-after-supera/
https://www.superaproject.eu/what-comes-next-sustainability-of-structural-change-for-gender-equality-after-supera/
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The CEU’s (Hungary) first GEP was developed within the scope of the SUPERA project as 
the result of the joint effort of the CEU SUPERA team, the CEU Gender Equality Hub and the 
Senate Equal Opportunity Committee. The plan aimed to address the challenges related to 
the project’s key priority areas namely gender equality in leadership and decision-making, 
recruitment and career progression, as well as family-friendly policies, the integration of the 
gender dimension in knowledge and research, gender-sensitive data management, and 
sexism and sexual harassment (794). The Spanish State Research Agency’s first GEP was 
approved for the period 2021–2023 in the context of SUPERA. This GEP underscores the 
effort of the agency to systematise and advance the gender equality actions that the country 
has committed to through the Roadmap for the development of the European Research Area 
in Spain 2016–2020 (795). 

The design and implementation of GEPs was also the key aim of the GEARING-Roles 
project. The project brought 10 European academic and non-academic partners together to 
support the design, implementation and evaluation of six GEPs in six organisations. Its main 
objective was to challenge and transform gender roles and identities connected to 
professional careers in order to achieve concrete structural change. The four priority areas 
in which GEARING-Roles aimed to achieve progress were the career progression of women, 
the gender dimension in education and research, gender imbalances in leadership and 
decision-making and the mainstreaming of gender equality in research organisations and 
among key stakeholders for the reinforcement of the ERA (796). For example, the Estonian 
Research Council’s GEP, completed in 2021, focused on ensuring equal opportunities for 
all researchers and guaranteeing a supportive work environment. Starting from a diagnosis 
of the current state of gender equality in Estonia and Estonian research, the GEP set out its 
objectives, which include addressing the existing gender imbalance across academic 
positions, decision-making bodies and research grant recipients, raising gender awareness 
among employees and committees and implementing a gender-sensitive communication 
strategy (797). 

One of the key aims of some of the projects, such as GEECCO, was to develop concrete 
GEPs in a specific research field. Within GEECCO, tailor-made GEPs were established in 
four RPOs operating in the STEM field, where gender equality remains an even greater 
concern. The implementation of the tailored actions had the goal of increasing knowledge on 
gender equality issues by stimulating communication within and beyond the institutions while 
enhancing gender equality in human resource management and decision-making processes, 
supporting gender equality in teaching and research activities and introducing sex and gender 
analysis into research (798). Involvement in the GEECCO project helped institutions to bring 
added value to their gender equality policies, strengthened their commitment to gender 
equality and laid the groundwork for future gender equality measures. 

 

(794) CEU (2020), Gender Equality Plan 2019–2022, Budapest (https://www.superaproject.eu/wp-
content/uploads/2020/11/Official-GEP-1.pdf). 

(795) State Research Agency (2021), I Plan de Igualdad de Género 2021–2023, Madrid 
(https://www.aei.gob.es/sites/default/files/page/field_file/2021-02/I_Plan_Igualdad_AEI_2021.pdf). 

(796) Roos, A., Bleijenbergh, I. and Verloo, M. (2020), 9.4 Annual Impact Evaluation Report, GEARING-Roles, 
Radboud University, Nijmegen (https://gearingroles.eu/wp-content/uploads/2021/02/D9.4-Annual-Impact-
Evaluation-Report.pdf). 

(797) Estonian Research Council (2021), Gender Equality Plan of the Estonian Research Council, Tartu 
(https://www.etag.ee/wp-content/uploads/2022/01/Estonian-Research-Council-Gender-Equality-Plan-
2021.pdf). 

(798) Lipinsky, A. and Schredl, C. (n.d.), Final Evaluation Report, GEECCO 
(https://www.tuwien.at/fileadmin/Assets/dienstleister/abteilung_genderkompetenz/gender_in_der_Forschung/G
EECCO_Results/Public_deliverables/GEECCO_D10.6_Final_Evaluation_Report.pdf). 

https://www.superaproject.eu/wp-content/uploads/2020/11/Official-GEP-1.pdf
https://www.superaproject.eu/wp-content/uploads/2020/11/Official-GEP-1.pdf
https://www.aei.gob.es/sites/default/files/page/field_file/2021-02/I_Plan_Igualdad_AEI_2021.pdf
https://gearingroles.eu/wp-content/uploads/2021/02/D9.4-Annual-Impact-Evaluation-Report.pdf
https://gearingroles.eu/wp-content/uploads/2021/02/D9.4-Annual-Impact-Evaluation-Report.pdf
https://www.etag.ee/wp-content/uploads/2022/01/Estonian-Research-Council-Gender-Equality-Plan-2021.pdf
https://www.etag.ee/wp-content/uploads/2022/01/Estonian-Research-Council-Gender-Equality-Plan-2021.pdf
https://www.tuwien.at/fileadmin/Assets/dienstleister/abteilung_genderkompetenz/gender_in_der_Forschung/GEECCO_Results/Public_deliverables/GEECCO_D10.6_Final_Evaluation_Report.pdf
https://www.tuwien.at/fileadmin/Assets/dienstleister/abteilung_genderkompetenz/gender_in_der_Forschung/GEECCO_Results/Public_deliverables/GEECCO_D10.6_Final_Evaluation_Report.pdf
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The GEPs developed within the scope of the GEP-implementing projects also aimed to 
ensure the sustainability of the plans beyond the duration of the projects – as required 
by the Commission in the call for proposals – which is demonstrated by the legacy of the FP7 
projects. While the Horizon 2020 SwafS funding calls placed strong emphasis on the 
sustainability of the GEPs developed within EU-funded projects, with a specific focus on 
national-level impact, (799), it is still too early to ascertain the full extent of their sustainability, 
because many of these projects had only recently concluded at the time of writing (October 
2022). 

At the end of the GENDERTIME project, each institution had an extensive programme to 
ensure the sustainability of their GEP; the GEPs have been successful in several 
organisations. For example, Tecnalia Research and Innovation (Spain), the IFZ (Austria) 
and the Mihajlo Pupin Institute (Serbia) implemented ambitious GEPs that lasted for years 
after the end of GENDERTIME and are currently still in place (800). The sustainability of the 
plans was enhanced by the fact that all institutions involved in the GENDERTIME project 
participated in the consortia of sister projects (in non-implementing roles). 

The continuation of actions established during the course of TRIGGER was institutionalised 
in two instances: the annual seminars with deans on career support, institutionalised in the 
UniPi (Italy) PAPs, accompanied by a specific task force in support of the dean; and the 
agreement signed by UNIPI and the TRIGGER team with the coordinators of the engineering 
and medicine PhD courses with the purpose of institutionalising permanent modules on 
gendering contents and methods of research, and on the leaky pipeline phenomenon (801). 
The actions devised within the Birkbeck College (United Kingdom) GEP, which those within 
the organisation recognised were necessary, were also maintained in the institution’s Athena 
SWAN action plan after the end of the TRIGGER project; the actions included mentoring 
programmes and a permanent leadership programme under the responsibility of Birkbeck 
College’s Human Resources Department (802). 

The sustainability of the GEPs developed within the FP7 GEP-implementing projects is also 
evidenced by the continuous involvement of institutions in subsequent EU-funded projects. 
Building on its experience from the FP7-funded project INTEGER, Trinity College Dublin 
(Ireland) sustained its commitment to gender equality through obtaining Athena SWAN 
accreditation and its involvement as coordinator of SAGE under the Horizon 2020 SwafS 
work programme (803). Together with University College Cork and the University of Limerick – 
participating members of the FP7 projects GENOVATE and FESTA respectively – Trinity 
College Dublin was one of the first Irish universities to develop and implement a GEP. The 
GEP originally designed during the course of Integer built the foundation for Trinity College 
Dublin’s subsequent Athena SWAN gender plan and the achievement of its Institutional 
Bronze Award. By pioneering Athena SWAN in Ireland, Trinity College Dublin contributed to 
influencing national policymaking in the Irish R&I policy landscape, ultimately paving the way 
for the wider implementation of Athena SWAN in the rest of the country (804). Its consistent 
commitment to gender equality in R&I led to the university being recognised as the first 

 

(799) European Commission (2017), ‘Supporting research organisations to implement gender equality plans’, topic 
ID SwafS-09-2018-2019-2020 (https://ec.europa.eu/info/funding-
tenders/opportunities/portal/screen/opportunities/topic-details/swafs-09-2018-2019-2020). 

(800) Information obtained through consultation with stakeholder. 
(801) Trigger (2018), Deliverable D6.6 Internal Evaluation Report No. 3, ASDO (http://triggerproject.eu/wp-

content/uploads/2018/05/D6.3_TRIGGER-Evaluation-Report-1st-period.pdf). 
(802) Ibid. 
(803) Information obtained through consultation with stakeholder. 
(804) Ibid. 

https://ec.europa.eu/info/funding-tenders/opportunities/portal/screen/opportunities/topic-details/swafs-09-2018-2019-2020
https://ec.europa.eu/info/funding-tenders/opportunities/portal/screen/opportunities/topic-details/swafs-09-2018-2019-2020
http://triggerproject.eu/wp-content/uploads/2018/05/D6.3_TRIGGER-Evaluation-Report-1st-period.pdf
http://triggerproject.eu/wp-content/uploads/2018/05/D6.3_TRIGGER-Evaluation-Report-1st-period.pdf
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recipient of the new Horizon Europe EU Award for Gender Equality Champions in the 
Sustainable Gender Equality Champion category (805). 

11.1.4. Impact of EU-funded projects on gender equality in the research and 
innovation institutions and at the wider level 

The evidence emerging from the desk research, the interviews with stakeholders and the 
survey highlighted the positive impact that the EU-funded projects have had on gender 
equality in the R&I institutions and at the wider local, national and international policy 
levels. The information analysed provided a wide range of gender-related topics and themes 
from which participant institutions benefited as a result of their participation in EU-funded 
projects. At the institutional level, organisations experienced positive impacts in terms of 
improved labour and working conditions for women; improved hiring, career progression and 
representation of women in senior and leadership positions; improved knowledge creation, 
dissemination and capacity building; improved integration of gender equality into R&I; 
improved collection and monitoring of data disaggregated by sex/gender; reduced levels of 
sexual harassment, discrimination and gender stereotypes; institutional and structural 
changes; improved image of the institution; and improved international collaboration. At the 
wider policy level, EU-funded projects contributed to exerting greater influence on local and 
national policymaking in matters of gender equality in R&I, as well as stimulating improved 
knowledge creation and dissemination. 

11.1.4.1. Institutional-level impact 

Improved working conditions 

EU-funded projects were found to have generated positive impacts in terms of improved 
labour and working conditions for women. Actions undertaken within the scope of GEPs 
developed in EU-funded projects focused on the reconciliation of work and family life and 
flexible work arrangements, as well as salary gaps and progression. The evidence gathered 
through the desk research and consultations with project coordinators and evaluators is 
further substantiated by the survey findings, where 76 % (n = 51) of survey respondents who 
participated in EU-funded projects agreed or strongly agreed that GEP implementation led to 
improved work–life balance in their institution (806). 

Institutions implemented various mechanisms to protect employees’ well-being and balance 
of work and family life. For example, as part of its GEP developed in the GENDERTIME 
project, the IFZ in Austria regularly evaluated the work–life balance and work-related stress 
factors experienced by its employees (807). Fellow GENDERTIME partner organisation 
Tecnalia Research and Innovation in Spain introduced flexible work arrangements, such 
as flexible timetables, teleworking and the possibility of buying additional holiday, which were 
shown to have positively affected the work–life balance of its entire personnel, including but 
not limited to its women employees (808). 

 

(805) European Commission (2023), ‘EU Award for Gender Equality Champions’ (https://research-and-
innovation.ec.europa.eu/funding/funding-opportunities/prizes/eu-award-gender-equality-champions_en). 

(806) Survey conducted as part of the study ‘Pilot assessment activities for the European Knowledge and Support 
Facility on gender equality plans in research and innovation organisations’ in September 2022. 

(807) IFZ, Gender Equality Plan (2022) (https://www.ifz.at/sites/default/files/2022-
07/Gender%20Equality%20Plan%20IFZ_29.06.2022_0.pdf). 

(808) Tecnalia Research and Innovation, Gender Equality Plan 
(https://GENDERTIME.org/sites/default/files/Poster_high_TECNALIA_fv.pdf). 

https://research-and-innovation.ec.europa.eu/funding/funding-opportunities/prizes/eu-award-gender-equality-champions_en
https://research-and-innovation.ec.europa.eu/funding/funding-opportunities/prizes/eu-award-gender-equality-champions_en
https://www.ifz.at/sites/default/files/2022-07/Gender%20Equality%20Plan%20IFZ_29.06.2022_0.pdf
https://www.ifz.at/sites/default/files/2022-07/Gender%20Equality%20Plan%20IFZ_29.06.2022_0.pdf
https://gendertime.org/sites/default/files/Poster_high_TECNALIA_fv.pdf
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The TRIGGER project also contributed to improving working conditions for women by 
creating women-friendly environments, which allow for greater flexibility in the reconciliation 
of work and family life, and by fostering discussions on work–life balance based on the 
studies the TRIGGER team provided to its participant institutions (809). Working conditions for 
women at the VSCHT (Czechia) were improved by establishing and providing technical 
assistance to home offices for staff and introducing new rules to the university-funded grants 
so that they allowed for the interruption/postponement of grant implementation in the case of 
pregnancy (810). At the UPD in France, measures involved the introduction of new rules for 
prioritising women in awarding sabbaticals within the first 2 years of motherhood (811). 

Measures addressing the gender pay gap were also part of EU-funded projects aimed at 
the development of institutional GEPs. Such actions aimed to increase transparency and 
objectivity in salary progression and negotiations. At the IFZ, a new salary system was 
developed through the joint work of the IFZ Management Board and another GENDERTIME 
member (812). The new system and related career model stopped individual salary 
negotiations from taking place during recruitment and promotion processes in an effort to 
reduce gender gaps in salaries. The new scheme recognises parental leave as equivalent to 
education leave or research stays and therefore counts it as regular working time. 
Consequently, this policy prevents parental leave from hindering salary advancement. 

Hiring, professional development and leadership 

A positive impact was also experienced in the area of hiring, career progression and 
representation of women in senior and leadership positions. Impactful measures adopted as 
a result of EU funding concerned revised recruitment procedures, the representation of 
women in senior roles and leadership and the creation of mentoring programmes and 
women’s networks. 

According to a stakeholder from the GENDERTIME project, two of the areas in which the 
project achieved the greatest impact are the recruitment of women researchers and 
improved career progression (813). Related measures addressed the gender-balanced 
composition of recruitment committees and decision-making boards (Paris-East Créteil 
University (Université Paris-Est Créteil (UPEC)), France), the transparency of salary 
deliberations (IFZ, Austria) and the establishment of open competitions for recruitment and 
career progression. Other actions concerned the prioritisation of the selection and hiring of 
women for research positions and the provision of mentoring programmes aiming to facilitate 
the career development of women researchers (Mihajlo Pupin Institute, Serbia; IFZ, 
Austria) (814). 

In other instances, the design and promotion of toolkits and guidelines contributed to the 
dissemination of good practices in recruitment in terms of avoiding unconscious gender bias. 
Within the CALIPER project, the Université libre de Bruxelles in Belgium developed toolkits 
on gender-sensitive recruitment in order to attract more women candidates to STEM positions 
within the university and as a result increased the number of women in the academic body of 
its STEM faculties. The toolkit was developed following an examination of the current human 
resources practices and needs of the STEM faculties and was disseminated to STEM 

 

(809) Trigger (2018), Deliverable D6.6 Internal Evaluation Report No. 3, ASDO (http://triggerproject.eu/wp-
content/uploads/2018/05/D6.3_TRIGGER-Evaluation-Report-1st-period.pdf). 

(810) Information obtained through consultation with stakeholder. 
(811) Ibid. 
(812) Ibid. 
(813) Ibid. 
(814) Ibid. 

http://triggerproject.eu/wp-content/uploads/2018/05/D6.3_TRIGGER-Evaluation-Report-1st-period.pdf
http://triggerproject.eu/wp-content/uploads/2018/05/D6.3_TRIGGER-Evaluation-Report-1st-period.pdf
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recruitment and selection committees in 2022 (815). The UPD (France), a TRIGGER partner 
organisation, also made progress on increasing the transparency of its recruitment 
procedures, as reflected by its achievement of the HRS4R HR Excellence in Research Award 
from the European Commission (816). 

Career progression measures also concerned actions aiming to improve the presence of 
women at all career stages, and particularly in senior and leadership positions, where 
women are still largely under-represented in many institutions (817). At Birkbeck College 
(United Kingdom), under the TRIGGER project, the Master of the College now chooses staff 
for senior positions by asking for competitive applications rather than simply appointing 
someone; this aims to increase women’s representation in leadership positions (818). The 
Netherlands Cancer Institute, within the LIBRA project, experienced a 30 % increase in 
women in senior researcher positions, coupled with a simultaneous increase in the number 
of women in decision-making bodies within the institution (819). Similarly, Oxford Brookes 
University in the United Kingdom, a member of GEARING-Roles, attained significant 
achievements in terms of increasing the representation of women in senior research 
positions. As of October 2022, Oxford Brookes University has nearly achieved gender parity 
in professorships, with women accounting for 48 % of professors at the university (820). These 
findings are supported by the survey results, where 72 % of respondents (n = 57) who 
participated in EU-funded projects agreed or strongly agreed that the implementation of their 
GEP increased gender balance at the decision-making level (821). 

Other measures in support of women’s career progression among participant institutions 
included the creation of mentoring programmes and networks aiming to strengthen 
support for the career development of women researchers (particularly young ones), such as 
the VSCHT’s network of women professors (TRIGGER) (822). Other initiatives targeted young 
women students in order to address the issue of the leaky pipeline into research careers and 
senior positions, and stimulate interest in research from a young age: this is the case in the 
Inspira STEAM project by the University of Deusto in Spain (GEARING-Roles), which 
offers group mentoring to primary school students (particularly women students) to promote 
STEM (823), and the new mentoring programme established for women students at the 
Technical University of Madrid in Spain (TRIGGER) (824). Other actions targeted the 
provision of career advice and training in soft competences. For example, the VSCHT’s 
Academic Senate approved the establishment of a new department, the Counselling and 

 

(815) Université libre de Bruxelles (2021), ULB’s Gender Equality Plan for the STEM, Brussels (https://caliper-
project.eu/clp-uploads/2021/09/CALIPER-ULB-GEP_final-version_30-August-2021_signed-1.pdf). 

(816) Trigger (2018), Deliverable D6.6 Internal Evaluation Report No. 3, ASDO (http://triggerproject.eu/wp-
content/uploads/2018/05/D6.3_TRIGGER-Evaluation-Report-1st-period.pdf). 

(817) European Commission, DG Research and Innovation (2021), She Figures 2021 – Gender in research and 
innovation: Statistics and indicators, Publications Office of the European Union, Luxembourg 
(https://op.europa.eu/en/publication-detail/-/publication/67d5a207-4da1-11ec-91ac-01aa75ed71a1). 

(818) Trigger (2018), Deliverable D6.6 Internal Evaluation Report No. 3, ASDO (http://triggerproject.eu/wp-
content/uploads/2018/05/D6.3_TRIGGER-Evaluation-Report-1st-period.pdf). 

(819) Survey conducted as part of the study ‘Pilot assessment activities for the European Knowledge and Support 
Facility on gender equality plans in research and innovation organisations’ in September 2022. 

(820) GEARING-Roles final conference, The Journey Towards Institutional Change: Transforming gender roles in 
the academia, 18 October 2022, Brussels. 

(821) Survey conducted as part of the study ‘Pilot assessment activities for the European Knowledge and Support 
Facility on gender equality plans in research and innovation organisations’ in September 2022. 

(822) Trigger (2018), Deliverable D6.6 Internal Evaluation Report No. 3, ASDO (http://triggerproject.eu/wp-
content/uploads/2018/05/D6.3_TRIGGER-Evaluation-Report-1st-period.pdf). 

(823) GEARING-Roles final conference, The Journey Towards Institutional Change: Transforming gender roles in 
the academia, 18 October 2022, Brussels. 

(824) Trigger (2018), Deliverable D6.6 Internal Evaluation Report No. 3, ASDO (http://triggerproject.eu/wp-
content/uploads/2018/05/D6.3_TRIGGER-Evaluation-Report-1st-period.pdf). 

https://caliper-project.eu/clp-uploads/2021/09/CALIPER-ULB-GEP_final-version_30-August-2021_signed-1.pdf
https://caliper-project.eu/clp-uploads/2021/09/CALIPER-ULB-GEP_final-version_30-August-2021_signed-1.pdf
http://triggerproject.eu/wp-content/uploads/2018/05/D6.3_TRIGGER-Evaluation-Report-1st-period.pdf
http://triggerproject.eu/wp-content/uploads/2018/05/D6.3_TRIGGER-Evaluation-Report-1st-period.pdf
https://op.europa.eu/en/publication-detail/-/publication/67d5a207-4da1-11ec-91ac-01aa75ed71a1
http://triggerproject.eu/wp-content/uploads/2018/05/D6.3_TRIGGER-Evaluation-Report-1st-period.pdf
http://triggerproject.eu/wp-content/uploads/2018/05/D6.3_TRIGGER-Evaluation-Report-1st-period.pdf
http://triggerproject.eu/wp-content/uploads/2018/05/D6.3_TRIGGER-Evaluation-Report-1st-period.pdf
http://triggerproject.eu/wp-content/uploads/2018/05/D6.3_TRIGGER-Evaluation-Report-1st-period.pdf
http://triggerproject.eu/wp-content/uploads/2018/05/D6.3_TRIGGER-Evaluation-Report-1st-period.pdf
http://triggerproject.eu/wp-content/uploads/2018/05/D6.3_TRIGGER-Evaluation-Report-1st-period.pdf
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Career Centre, which has become an integral part of the university’s organisational 
structure (825). 

Knowledge sharing, dissemination and capacity building 

The EU-funded projects have had an impact in relation to knowledge sharing, dissemination 
and capacity building in relation to gender equality. Through a variety of outputs – including 
gender mainstreaming tools, training sessions and capacity building seminars – the projects 
have contributed to raising awareness and increasing knowledge on gender-related topics 
and issues, with specific attention devoted to ERA priorities and thematic areas and gender-
sensitive communication. 

The survey findings corroborate the positive effects that the implementation of GEPs has had 
on raising awareness of gender equality across different levels within institutions. The 
majority of survey respondents who were involved in one or more EU-funded projects found 
that the implementation of their GEP increased awareness regarding gender equality 
among members of management (95 %, n = 56), research staff (87 %, n = 52) and 
students (60 %, n = 42) (826). 

The key impact of the GE Academy project was the generation of new and improved 
knowledge on gender issues through the delivery of training sessions and resources aiming 
to improve participants’ expertise in GEP implementation. GE Academy aimed to achieve a 
common understanding of gender issues and notions within the R&I community, and 
consequently to improve the quality of research production. Through its 60 capacity-building 
sessions delivered by its network of 35 highly skilled gender training experts, GE Academy 
strengthened the capacity of RPOs to implement structural change to move towards gender 
equality and increased the skills of the individuals in charge of implementing gender equality 
measures in their institutions (827). Training sessions were offered on ERA priority 4 on 
gender equality and gender mainstreaming in research. As a result, GE Academy generated 
a positive impact on GEP development across a large number of research institutions, as 
well as contributing to raising awareness and knowledge about gender equality across a 
variety of gender-related topics (828). 

GE Academy contributed to a number of training tools and outputs, such as the trainers’ 
database (829), which contains valuable information for gender trainers and change agents in 
research organisations; the Gender+ Research Distributed Open Collaborative Courses 
platform (830), an e-learning platform providing interactive versions of massive open online 
courses (831); free training scripts (832) and material prepared for GE Academy’s training 
sessions; and an inventory of key resources (833), which translates knowledge and expertise 
into practical instruments and provides up-to-date training materials for the development of 
capacity-building concepts and formats (834). According to a stakeholder, most respondents 

 

(825) Ibid. 
(826) Survey conducted as part of the study ‘Pilot assessment activities for the European Knowledge and Support 

Facility on gender equality plans in research and innovation organisations’ in September 2022. 
(827) GE Academy (n.d.), ‘Policy briefings’ (https://ge-academy.eu/policy-briefings/). 
(828) Information obtained through consultation with stakeholder. 
(829) https://ge-academy-trainers.eu/trainers/. 
(830) https://gender-research-docc.eu. 
(831) Massive open online courses are free online courses that are openly accessible and available to an unlimited 

number of participants. 
(832) https://ge-academy.eu/the-scripts/. 
(833) https://ge-academy.eu/inventory-of-key-resources/. 
(834) Karydou, K. and Moumtzi, V. (2021), D7.4 Sustainability and Exploitation Plan (VIL), GE Academy 

(https://zenodo.org/record/6586421). 

https://ge-academy.eu/policy-briefings/
https://ge-academy-trainers.eu/trainers/
https://gender-research-docc.eu/
https://ge-academy.eu/the-scripts/
https://ge-academy.eu/inventory-of-key-resources/
https://zenodo.org/record/6586421
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benefited from the training offered by GE Academy, having increased their understanding 
of gender issues and the relevance of gender and sex variables in R&I content. 

Finally, greater awareness of gender-related issues was generated by the development and 
dissemination of advice on how to communicate in a gender-sensitive manner in 
academia. The guidelines on gender-sensitive communication in research and academia 
were created in the SUPERA project to offer guidance on the adoption of a gender-sensitive 
approach in the communication of academic institutions’ strategies and to raise awareness 
of the pervasive role of communication and language in academia and its contribution to 
gender equality (835). 

Integration of the gender dimension into research and education content 

Positive outcomes were encountered by organisations involved in EU-funded projects in 
relation to the integration of the gender dimension into research and education content. EU-
funded projects supported partner institutions to integrate this dimension into research 
content and curricula through a variety of actions, including training sessions, innovative 
research tools, the production of reports and policy briefs to influence research funding, and 
awareness-raising events. 

One of the main objectives of TRIGGER was to include gender issues and variables in 
research content. This was achieved by several institutions: the VSCHT offered training on 
gendered aspects of research and the gender dimension of curricula and pedagogical 
processes, while UniPi and Birkbeck College focused on testing innovative research tools 
for the gendering of research procedures (e.g. sponsoring scholarships and annual 
dissertation awards (UniPi)). As a result of participation in the EU-funded project, UniPi 
introduced gender variables into its research content in (bio)medical and engineering studies, 
and the Technical University of Madrid strengthened the incorporation of gendered content 
into existing courses (836). 

Within GEECCO, the UPC planned the organisation of yearly training sessions on the 
integration of gender into research and education. The UPC also appointed a coordinator to 
supervise the further inclusion of the gender dimension in teaching within the university, 
alongside including the definition of a new competence in gender in all bachelor’s and 
master’s degrees (837). The inclusion of sex and gender analysis in teaching and research 
was also a top priority for TU Wien, where good practices were highlighted through the 
production of literature reviews and videos, which were shared with gender equality 
practitioners and the international research community. Awareness-raising activities, such as 
the exhibition ‘Gender in Research’, were also organised by TU Wien with the purpose of 
bringing attention to this topic (838). 

GENDER-NET Plus supports the integration of the gender dimension into research 
content. The 16 project partners implemented a co-funded call for research integrating a 
gender dimension into addressing urgent societal challenges, which financed 13 research 
projects in health and medicine, social sciences and humanities (839). Another key outcome 

 

(835) https://rri-tools.eu/-/tailor-made-guides-for-gender-sensitive-communication-in-research-and-academia. 
(836) Information obtained through consultation with stakeholder. 
(837) Lipinsky, A. and Schredl, C. (n.d.), Final Evaluation Report, GEECCO 

(https://www.tuwien.at/fileadmin/Assets/dienstleister/abteilung_genderkompetenz/gender_in_der_Forschung/G
EECCO_Results/Public_deliverables/GEECCO_D10.6_Final_Evaluation_Report.pdf). 

(838) Ibid. 
(839) GENDER-NET Plus (n.d.), ‘What is GENDER-NET Plus?’ (https://gender-net-plus.eu/what-is-gender-net-

plus/). 

https://rri-tools.eu/-/tailor-made-guides-for-gender-sensitive-communication-in-research-and-academia
https://www.tuwien.at/fileadmin/Assets/dienstleister/abteilung_genderkompetenz/gender_in_der_Forschung/GEECCO_Results/Public_deliverables/GEECCO_D10.6_Final_Evaluation_Report.pdf
https://www.tuwien.at/fileadmin/Assets/dienstleister/abteilung_genderkompetenz/gender_in_der_Forschung/GEECCO_Results/Public_deliverables/GEECCO_D10.6_Final_Evaluation_Report.pdf
https://gender-net-plus.eu/what-is-gender-net-plus/
https://gender-net-plus.eu/what-is-gender-net-plus/
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in this regard concerns the production of three public reports/briefs aiming to support 
gendered research and raise awareness of the gender dimension in research among 
stakeholders from a range of disciplines: Promoting Gender Equality in Research 
Funding (840), New international recommendations to promote gender equality in research 
funding (841) and Comparative analytical report on existing national and regional initiatives on 
the integration of the gender dimension in research content (842). In particular, the outputs 
provided guidance for RFOs on how to integrate gender variables into research content, as 
well as on gender equality topics within their organisation more broadly. According to a 
GENDER-NET Plus stakeholder, the project has helped to influence RFOs’ policies on the 
funding of research that integrates the gender dimension, which was reported to be almost 
non-existent in previous funded research projects at the EU or national level. 

Two further good-practice examples from UPEC in the GENDERTIME project can be 
highlighted in this area: the organisation of an Interdisciplinary Gender and Master’s Day 
provides the opportunity for students in master’s programmes to present their research on 
gender studies and share their results; and the hosting of the Gender at Noon (Midi du genre) 
public conference/debate about recent books in gender studies published by UPEC 
academics, held every 2–3 months, aims to increase the visibility of gender research (843). 

This evidence is substantiated by the survey results, which demonstrates the impact of 
participation in EU-funded projects in terms of improving the inclusion of the gender 
dimension in research content and curricula: almost two thirds of survey respondents (65 %) 
agreed or strongly agreed that GEP implementation strengthened the gender dimension 
in research content (n = 46), while more than half (56 %) agreed or strongly agreed that this 
also applied to improving the gender dimension in university-level teaching (n = 39) (844). 

Development and improvement of monitoring and data collection 

EU-funded projects also contributed to the development and improvement of the collection 
of data disaggregated by sex/gender. This entailed the collection of regular statistics on 
women’s careers and recruitment, the creation of related indicators and indexes, the analysis 
of such data, and the monitoring of gender equality data through the development of new 
databases. This impact was validated by the survey findings: most survey respondents found 
that the implementation of their GEP increased the quality of sex-/gender-disaggregated 
data collection and analysis, with 76 % of respondents agreeing or strongly agreeing with 
this statement (n = 51) (845). 

At the University of Padua (UNIPD) in Italy, within GENDERTIME, the Gender Monitoring 
Lab was set up as a permanent body to collect and analyse data on women’s representation 
at different career stages (846). Owing to the lack of sufficient statistical data, this initiative was 
accompanied by two data retrieval campaigns in 2014 and 2016 to gather information on the 
gendered composition of commissions, boards and elective bodies, among other groups. 
This practice was then adopted by other project partners. One of the actions developed as 

 

(840) https://www.vr.se/download/18.2aaf2e3717ee2fdb5797bea/1645119422497/Policy%20Brief%20Gender-
Net%20Plus%202022-02-07.pdf. 

(841) https://gender-net-plus.eu/gender-net-plus-policy-brief-new-international-recommendations-to-promote-gender-
equality-in-research-funding/. 

(842) https://gender-net-plus.eu/wp-content/uploads/2021/04/D6.2.-Comparative-analysis_report_MICINN_def.pdf. 
(843) Gendertime (n.d.), ‘University Paris Est Créteil’ (https://GENDERTIME.org/UPEC). 
(844) Survey conducted as part of the study ‘Pilot assessment activities for the European Knowledge and Support 

Facility on gender equality plans in research and innovation organisations’ in September 2022. 
(845) Ibid. 
(846) Information obtained through consultation with stakeholder. 

https://www.vr.se/download/18.2aaf2e3717ee2fdb5797bea/1645119422497/Policy%20Brief%20Gender-Net%20Plus%202022-02-07.pdf
https://www.vr.se/download/18.2aaf2e3717ee2fdb5797bea/1645119422497/Policy%20Brief%20Gender-Net%20Plus%202022-02-07.pdf
https://gender-net-plus.eu/gender-net-plus-policy-brief-new-international-recommendations-to-promote-gender-equality-in-research-funding/
https://gender-net-plus.eu/gender-net-plus-policy-brief-new-international-recommendations-to-promote-gender-equality-in-research-funding/
https://gender-net-plus.eu/wp-content/uploads/2021/04/D6.2.-Comparative-analysis_report_MICINN_def.pdf
https://gendertime.org/UPEC
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part of the TRIGGER project at the UPD was the collection of annual statistics on recruitment 
disaggregated by gender and correlated qualitative studies to identify gender-related critical 
issues (847). 

To sustain their data collection and analysis exercises, institutions also developed 
monitoring frameworks and evaluation indicators to track progress on a variety of gender 
equality issues. The UNIPD built a system of gender equality indicators to understand, 
monitor and evaluate the state of gender equality at the UNIPD through collaboration with 
various offices within the institution (848). More broadly within GENDERTIME, an Academic 
Equality Index was developed to evaluate the success of measures (849). 

Databases were also developed to facilitate the monitoring and analysis of relevant data. 
GEARING-Roles member the University of Ljubljana in Slovenia developed a sex-
disaggregated database as part of the EU-funded project. Gender equality was included as 
part of the quality assurance mechanism of the university’s institutional quality report, as the 
monitoring of gender equality data was incorporated into the institutional mission 
statement (850). A similar initiative was undertaken by TRIGGER partner UniPi (Italy), which 
created and regularly updated a gendered online database called the Observatory, which 
collected data on women’s careers at the university, with the support of a specialised institute 
of the Italian National Research Council (851). 

Anti-discrimination, fight against sexual harassment and inclusive language 

Another area in which the impact of EU-funded projects can be seen is the reduction of sexual 
harassment, discrimination and gender stereotypes and the advancement of gender-
sensitive language. These outcomes were achieved through the establishment of anti-
discrimination and anti-harassment policies and guidelines, procedures for dealing with 
occurrences of sexual harassment, mechanisms to support victims and databases to facilitate 
the collection of related data. Measures in some institutions included the application of 
gender-neutral language and related awareness-raising activities. 

Some of the GEPs implemented through the GEARING Roles project led to the adoption of 
sexual harassment policies. One organisation participating in GEARING-Roles developed 
sexual harassment policies and guidelines from scratch, creating a sexual harassment 
database for data collection, introducing procedures for dealing with sexual harassment, 
including the appointment of dedicated counsellors, and making the existing information more 
available to the university community (852). Similarly, the University of Ljubljana established 
a protocol for handling sexual harassment within the institution (853), while IGOT in Portugal 
created mechanisms to report and support sexual harassment victims (854). 

 

(847) Ibid. 
(848) GENDERTIME (2016), UNIPD poster 

(https://GENDERTIME.org/sites/default/files/Poster_unipd_final%20version.pdf). 
(849) Information obtained through consultation with stakeholder. 
(850) Roos, A., Bleijenbergh, I. and Verloo, M. (2020), 9.4 Annual Impact Evaluation Report, GEARING-Roles, 

Radboud University, Nijmegen (https://gearingroles.eu/wp-content/uploads/2021/02/D9.4-Annual-Impact-
Evaluation-Report.pdf). 

(851) Trigger (2018), Deliverable D6.6 Internal Evaluation Report No. 3, ASDO (http://triggerproject.eu/wp-
content/uploads/2018/05/D6.3_TRIGGER-Evaluation-Report-1st-period.pdf). 

(852) Information obtained through consultation with stakeholder. 
(853) Roos, A., Bleijenbergh, I. and Verloo, M. (2020), 9.4 Annual Impact Evaluation Report, GEARING-Roles, 

Radboud University, Nijmegen (https://gearingroles.eu/wp-content/uploads/2021/02/D9.4-Annual-Impact-
Evaluation-Report.pdf). 

(854) Ibid. 

https://gendertime.org/sites/default/files/Poster_unipd_final%20version.pdf
https://gearingroles.eu/wp-content/uploads/2021/02/D9.4-Annual-Impact-Evaluation-Report.pdf
https://gearingroles.eu/wp-content/uploads/2021/02/D9.4-Annual-Impact-Evaluation-Report.pdf
http://triggerproject.eu/wp-content/uploads/2018/05/D6.3_TRIGGER-Evaluation-Report-1st-period.pdf
http://triggerproject.eu/wp-content/uploads/2018/05/D6.3_TRIGGER-Evaluation-Report-1st-period.pdf
https://gearingroles.eu/wp-content/uploads/2021/02/D9.4-Annual-Impact-Evaluation-Report.pdf
https://gearingroles.eu/wp-content/uploads/2021/02/D9.4-Annual-Impact-Evaluation-Report.pdf
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In addition, the University of Ljubljana adopted actions focused on addressing sex 
stereotypes through the application of gender-sensitive language in institutional documents 
and the organisation of awareness-raising activities managed by a dedicated taskforce (855). 
Furthermore, the UPD (TRIGGER) delivered training for first-year students on gender 
stereotypes, in addition to proposing regulations on the use of gender-unbiased language in 
all internal documents, job offers and student books (856). In collaboration with other 
universities and research organisations in Paris, the UPD also created and managed a unit 
specifically devoted to dealing with sexist and sexual harassment and violence (857). 

Survey respondents involved in EU-funded projects were also asked to assess the impact of 
GEP implementation on decreasing the number of instances of gender-based violence within 
their institutions. 44 % of respondents (n = 45) agreed or strongly agreed that the 
implementation of their GEP reduced occurrences of gender-based violence in their 
institution (858). However, it is worth noting that the true impact experienced in terms of a 
reduction in instances of sexual harassment and gender-based violence is difficult to 
measure because not every victim reports harassment or discrimination. Nonetheless, the 
survey findings demonstrate the positive implications of GEP implementation through EU-
funded projects in terms of decreasing levels of sexist and sexual harassment. 

Institutional and structural changes 

In some cases, EU funding for projects on gender equality within participating organisations 
influenced the entire culture, approach and institutional structure of research organisations. 
The EU-funded projects generated structural changes through the establishment of gender 
equality structures and the inclusion of gender equality as a core point of organisational 
missions. Changes in institutional culture were also evidenced by the improved attitudes 
towards gender equality. Another impact in this area concerned the enhanced engagement 
of stakeholders and leaders in gender equality issues and GEP implementation. In many 
cases, these changes and new structures aimed to ensure the sustainability of the related 
GEP actions that had been implemented. 

The EU-funded projects also led to the achievement of key changes in university structures, 
such as the establishment of institutional gender equality structures. The IFZ’s gender 
equality officer position was created during the course of the GENDERTIME project and is 
still functioning; the officers now work as part of the Gender Equality Board, comprising the 
IFZ director and two gender equality officers, who were all involved in GENDERTIME. (859). 
The SUPERA project led to the development of structures for the design and testing of 
innovative solutions to gender bias and imbalance (gender equality hubs and gender equality 
fab labs) at the Complutense University of Madrid in Spain and the establishment of 
participatory structures such as the gender equality nodes (860). 

At Loughborough University (United Kingdom), a GENDERTIME partner, two committees 
were established as an integral part of the university’s structure, aiming to improve the 

 

(855) Ibid. 
(856) Information obtained through consultation with stakeholder. 
(857) Trigger (2018), Deliverable D6.6 Internal Evaluation Report No. 3, ASDO (http://triggerproject.eu/wp-

content/uploads/2018/05/D6.3_TRIGGER-Evaluation-Report-1st-period.pdf). 
(858) Survey conducted as part of the study ‘Pilot assessment activities for the European Knowledge and Support 

Facility on gender equality plans in research and innovation organisations’ in September 2022. 
(859) Information obtained through consultation with stakeholder. 
(860) Bustelo, M. (2022), ‘What comes next? Sustainability of structural change for gender equality after SUPERA’ 

(https://www.superaproject.eu/what-comes-next-sustainability-of-structural-change-for-gender-equality-after-
supera/). 

http://triggerproject.eu/wp-content/uploads/2018/05/D6.3_TRIGGER-Evaluation-Report-1st-period.pdf
http://triggerproject.eu/wp-content/uploads/2018/05/D6.3_TRIGGER-Evaluation-Report-1st-period.pdf
https://www.superaproject.eu/what-comes-next-sustainability-of-structural-change-for-gender-equality-after-supera/
https://www.superaproject.eu/what-comes-next-sustainability-of-structural-change-for-gender-equality-after-supera/
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institution’s culture of gender equality. The Hub Committee focuses on the university’s 
working environment and holds regular professional development seminars and social 
events, while the Welfare and Communication Committee encourages a better flow of 
information between all members of the school and supports initiatives promoting an inclusive 
working environment (861). Within TRIGGER, UniPi (Italy) signed an agreement with the 
coordinators of the PhD courses in engineering and medicine to institutionalise a permanent 
module on gendering contents and methods of research, and the leaky pipeline 
phenomenon (862). 

The strong commitment to gender equality that research organisations have adopted is 
demonstrated by the inclusion of this issue as a key part of their strategies. This is the case 
with IGOT, a GEARING-Roles partner, where gender equality has been integrated as a key 
action in the university’s mission (863). 

The EU-funded projects have led to cultural change in terms of positive attitudes towards 
gender equality in some institutions. According to a partner from the CALIPER project, GEPs 
contribute to changing the organisational culture and the mindsets of individuals within the 
organisation, thus building a framework for a more gender-equal culture. Some of the 
VSCHT’s achievements during the TRIGGER project concerned, overall, more positive 
attitudes towards gender equality within the institution as a result of the introduction of 
organisational, normative and procedural changes aiming to facilitate women’s access to 
leadership, such as the statistical survey and the open debate with the Academic Senate’s 
top management (864). At the Technical University of Madrid, the TRIGGER, the project 
was reported to have led to changes in the way people in key positions within the organisation 
view gender equality issues. Participating in the EU-funded project therefore positively 
influenced the institutional approach to these issues, engendering the development of new 
actions based on the action plan implemented during the project (865). 

The EU-funded projects had positive outcomes in terms of fostering the engagement of 
stakeholders and leaders within research institutions. Increased visibility and recognition of 
TRIGGER during the project period also enabled the Trigger team at UniPi to establish strong 
relationships with the university management and internal stakeholders (866). At Sabancı 
University (Türkiye), the GEARING-Roles project was used as a starting point to alter 
processes within the university structures. A task force was established to engage the 
university’s academic and administrative staff and involve them in the development of the 
institution’s GEP, as well as enabling them to understand the causes of gender inequality 
and develop joint steps to address the situation through two participatory gender audits (867). 
The GEARING-Roles project also contributed to the creation of a core group of deans, vice 
deans, heads of departments and university management at the University of Ljubljana. 

 

(861) Gendertime (n.d.), ‘Loughborough University’ (https://GENDERTIME.org/LoU). 
(862) Trigger (2018), Deliverable D6.6 Internal Evaluation Report No. 3, ASDO (http://triggerproject.eu/wp-

content/uploads/2018/05/D6.3_TRIGGER-Evaluation-Report-1st-period.pdf). 
(863) Roos, A., Bleijenbergh, I. and Verloo, M. (2020), 9.4 Annual Impact Evaluation Report, GEARING-Roles, 

Radboud University, Nijmegen (https://gearingroles.eu/wp-content/uploads/2021/02/D9.4-Annual-Impact-
Evaluation-Report.pdf). 

(864) Information obtained through consultation with stakeholder. 
(865) Trigger (2018), Deliverable D6.6 Internal Evaluation Report No. 3, ASDO (http://triggerproject.eu/wp-

content/uploads/2018/05/D6.3_TRIGGER-Evaluation-Report-1st-period.pdf). 
(866) Ibid. 
(867) Roos, A., Bleijenbergh, I. and Verloo, M. (2020), 9.4 Annual Impact Evaluation Report, GEARING-Roles, 

Radboud University, Nijmegen (https://gearingroles.eu/wp-content/uploads/2021/02/D9.4-Annual-Impact-
Evaluation-Report.pdf). 

https://gendertime.org/LoU
http://triggerproject.eu/wp-content/uploads/2018/05/D6.3_TRIGGER-Evaluation-Report-1st-period.pdf
http://triggerproject.eu/wp-content/uploads/2018/05/D6.3_TRIGGER-Evaluation-Report-1st-period.pdf
https://gearingroles.eu/wp-content/uploads/2021/02/D9.4-Annual-Impact-Evaluation-Report.pdf
https://gearingroles.eu/wp-content/uploads/2021/02/D9.4-Annual-Impact-Evaluation-Report.pdf
http://triggerproject.eu/wp-content/uploads/2018/05/D6.3_TRIGGER-Evaluation-Report-1st-period.pdf
http://triggerproject.eu/wp-content/uploads/2018/05/D6.3_TRIGGER-Evaluation-Report-1st-period.pdf
https://gearingroles.eu/wp-content/uploads/2021/02/D9.4-Annual-Impact-Evaluation-Report.pdf
https://gearingroles.eu/wp-content/uploads/2021/02/D9.4-Annual-Impact-Evaluation-Report.pdf
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The group of institutional stakeholders was given the purpose of participating in gender-
related activities and GEP development (868). 

New institutional structures for decision-making on gender equality issues were established 
at the PK (Poland) during the GEECCO project. Participation in GEECCO fostered 
cooperation between the PK’s core GEP team and other units through the creation of working 
groups aiming to combat discrimination and promote gender equality within the institution, 
alongside the establishment of new gender equality structures through the rector’s 
initiative (869). According to the project evaluators, such structures and working groups would 
not have been created without involvement in the project and engagement with the local 
GEECCO partners at the PK, who persistently encouraged decision-makers and other staff 
members to become involved (870). Also within GEECCO, key achievements towards 
institutionalising gender equality structures were accomplished by Mediterranea University 
of Reggio Calabria (Italy). In this regard, the university’s Head of Administration actively 
supported and implemented measures proposed by the local GEP coordinators, such as the 
implementation of the Office for Administrative and Organizational Support to Equal 
Opportunities Activities in June 2020, which is a structural body supporting the Vice Rector 
for Equal Opportunities and is staffed by one part-time employee (871). 

11.1.4.2. Wider policy-level impact 

External impact 

Some of the perceived impacts of EU-funded projects also concern outcomes that were 
external to the institution and affected the wider local, national and international policy levels. 
Positive outcomes included the improved reputations of institutions, as mentioned by one 
GENDERTIME partner, who stated that the participation of University for Continuing 
Education Krems (Donau University, Austria) in the project helped the institution to improve 
its image within the scientific community and signal its cooperation with the EU by aligning 
its priorities with the gender equality policies advanced in R&I by the EU. Great impact was 
also demonstrated by the influence that organisations exerted on national policymaking and 
the coordination achieved by EU-funded project members for international-level action 
through mutual collaboration. 

More significantly, EU-funded projects contributed to influencing policy action at the local, 
national and international levels. The SUPERA project strengthened commitment from 
regional external actors to mainstream gender in research and funding calls from funding 
bodies, such as a regional funding body under the Spanish State Research Agency (UMP) 
and the Autonomous Region of Sardinia in Italy, leveraging the key role of the two Italian 
partners – the University of Cagliari and the government of the Autonomous Region of 
Sardinia – in building a gender-sensitive research ecosystem (872). In Portugal, the UC 
became a pioneering university in the sharing of best practices and knowledge with national 

 

(868) Ibid. 
(869) Lipinsky, A. and Schredl, C. (n.d.), Final Evaluation Report, GEECCO 

(https://www.tuwien.at/fileadmin/Assets/dienstleister/abteilung_genderkompetenz/gender_in_der_Forschung/G
EECCO_Results/Public_deliverables/GEECCO_D10.6_Final_Evaluation_Report.pdf). 

(870) Ibid. 
(871) Ibid. 
(872) Survey conducted as part of the study ‘Pilot assessment activities for the European Knowledge and Support 

Facility on gender equality plans in research and innovation organisations’ in September 2022. 

https://www.tuwien.at/fileadmin/Assets/dienstleister/abteilung_genderkompetenz/gender_in_der_Forschung/GEECCO_Results/Public_deliverables/GEECCO_D10.6_Final_Evaluation_Report.pdf
https://www.tuwien.at/fileadmin/Assets/dienstleister/abteilung_genderkompetenz/gender_in_der_Forschung/GEECCO_Results/Public_deliverables/GEECCO_D10.6_Final_Evaluation_Report.pdf
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stakeholders, having raised the priority of the topic of gender in research for the Prime 
Minister’s next term (873). 

As a result of the TRIGGER project, the UPD was also a pioneer in the area of tackling sexist 
and sexual harassment and violence, creating and managing a dedicated unit with other 
universities and research organisations based in Paris. The work of the unit led to the co-
organisation of an international conference in 2016 with the French Ministry for Higher 
Education, Research and Innovation in order to shed light on these topics (874). UniPi, a 
TRIGGER member, established contacts with national networks and associations through 
the signing of two institutional agreements aiming to promote and support gender-based 
health and medicine with the Regional Administration of the Tuscany Department of Health 
and the National Institute of Health (875). Similarly, the GEP developed at the UNIPD triggered 
the set-up of a network of Italian universities, which then led to the creation of the first working 
group on gender equality in the Conference of Italian University Rectors, working in 
connection with the Ministry of University and Research in Rome (GENDERTIME) (876). 

Participation in EU-funded GEP projects led to transnational collaboration between 
institutions and countries and to the engagement of stakeholders in mutual learning, as 
noted by the project coordinator of GENDER-NET Plus (877). Similarly, GENDERACTION 
created conditions that made it possible for less experienced countries to align their policy 
initiatives on gender equality in research with those of more experienced countries, 
contributing to shifting the imbalance between the proactive and relatively inactive countries 
in Europe (878). 

Knowledge sharing and dissemination 

The impact of EU-funded projects in relation to knowledge sharing, dissemination and 
capacity building in matters of gender equality in R&I goes beyond the institutional level and 
extends to the wider policy level, contributing to raising awareness of and increasing 
knowledge on gender-related topics and issues at the national and international levels. 
Knowledge sharing was achieved within the GENDERACTION project through the 
organisation of three mutual learning workshops aimed at developing knowledge of the 
content and strategies included in national gender equality policies among national 
representatives from countries less advanced in gender equality, with the support of 
representatives from more experienced countries (879). Furthermore, capacity-building 
training sessions on the topic of monitoring and evaluating gender equality policies were 
organised for civil servants (880). 

  

 

(873) Bustelo, M. (2022), ‘What comes next? Sustainability of structural change for gender equality after SUPERA’ 
(https://www.superaproject.eu/what-comes-next-sustainability-of-structural-change-for-gender-equality-after-
supera/). 

(874) Information obtained through consultation with stakeholder. 
(875) Trigger (2018), Deliverable D6.6 Internal Evaluation Report No. 3, ASDO (http://triggerproject.eu/wp-

content/uploads/2018/05/D6.3_TRIGGER-Evaluation-Report-1st-period.pdf). 
(876) Survey conducted as part of the study ‘Pilot assessment activities for the European Knowledge and Support 

Facility on gender equality plans in research and innovation organisations’ in September 2022. 
(877) Information obtained through consultation with stakeholder. 
(878) Institute of Sociology of the Czech Academy of Sciences (2021), Project Impact Assessment Report, Prague 

(https://genderaction.eu/wp-content/uploads/2022/03/741466_D2_2_Project-Impact-Assessment-Report.pdf). 
(879) Ibid. 
(880) Ibid. 

https://www.superaproject.eu/what-comes-next-sustainability-of-structural-change-for-gender-equality-after-supera/
https://www.superaproject.eu/what-comes-next-sustainability-of-structural-change-for-gender-equality-after-supera/
http://triggerproject.eu/wp-content/uploads/2018/05/D6.3_TRIGGER-Evaluation-Report-1st-period.pdf
http://triggerproject.eu/wp-content/uploads/2018/05/D6.3_TRIGGER-Evaluation-Report-1st-period.pdf
https://genderaction.eu/wp-content/uploads/2022/03/741466_D2_2_Project-Impact-Assessment-Report.pdf


 

217 
 

Monitoring and evaluation of gender equality actions 

One of the key aims of GENDERACTION was to benchmark the implementation of (what 
was at the time) ERA priority 4 by Member States and associated countries in their NAPs, 
through which countries were tasked with developing policies aiming to tackle gender 
imbalances and strengthen the gender dimension in research. Within the context of the 
project, recommendations were put forward for the next ERA roadmap and its monitoring of 
gender equality. Among these, it was suggested that the assessment of NAP priority 4 
implementation should be expanded from indicators focused on one main dimension – 
representation and the share of women in grade A positions – to encompass the 
implementation process of gender equality policies and the structural dimension, preventing 
gender equality from being overly simplified to a single dimension (881). The assessment 
conducted within GENDERACTION also found a positive correlation between a country’s 
performance on the Gender Equality Index and its innovation potential, as well as a positive 
correlation between the share of RPOs with GEPs in a given country and its innovation 
potential, but it found no positive correlation between the share of women in grade A positions 
and the innovation and excellence indicators. Finally, the assessment suggested that the 
monitoring of ERA progress should focus on a variety of qualitative and quantitative data 
sources and indicators in order to generate more accurate insights into countries’ 
performances (882). The evidence gathered through the project therefore highlighted the need 
to develop a set of meaningful indicators for monitoring NAP implementation, including both 
available quantitative indicators and qualitative data provided by the countries. However, data 
on such indicators have not yet been collected or included in the ERA Scoreboard. More 
information on measuring progress on inclusive GEPs and policies and related indicators can 
be found in policy briefs 3 and 5, accompanying this report, and more information on the 
monitoring of the implementation of the GEP eligibility criterion can be found in policy brief 2. 

11.1.5. Impact of EU-funded projects on research and innovation quality, 
efficiency and productivity in the institutions and at the wider level 

A number of project coordinators and evaluators of the selected EU-funded projects stated 
in interviews that the development and implementation of GEPs represented a relatively 
recent undertaking for them, and that it was therefore difficult to assess – at the time of the 
interviews – the extent to which the GEPs had had an impact on the overall R&I quality, 
efficiency and productivity at the institutional and national levels. Nevertheless, the 
stakeholders acknowledged a significant impact in this area in the form of improved internal 
processes and management, enhanced research production and innovation, strengthened 
status of the institutions, establishment of national and international networks and influence 
on national and wider European policy. 

  

 

(881) Wroblewski, A. (2022), D 3.3 Monitoring of ERA Priority 4 Implementation – Update and final assessment, 
GENDERACTION., Institute of Sociology of the Czech Academy of Sciences, Prague. 

(882) Ibid. 
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11.1.5.1. Institutional-level impact 

Improved management and teamwork 

The GEARING-Roles project led to increased cooperation between members from all levels 
of the participating institutions and effective team coordination in overcoming internal and 
external resistance to the development and implementation of GEPs (883). 

Enhanced cooperation and communication within the teams, such as management and the 
rectors’ office departments, was equally noted among the TRIGGER project participants at 
UniPi and the VSCHT. In addition, at the VSCHT the process of developing a GEP was 
reported to have opened up debates on the university’s Code of Ethics (884). 

Enhanced research production and research innovation 

A number of institutions participating in the EU-funded projects observed instances of 
enhanced research production and research innovation due to processes linked to GEP 
development and implementation. These included improved cooperation between 
stakeholders, better understanding of gender issues within the R&I community and the 
consideration of sex and gender variables in research content. Desk research and 
stakeholder interview findings were supported by evidence gathered through the survey, in 
which 56 % of respondents (n = 37) who participated in EU-funded projects agreed or 
strongly agreed that GEP implementation increased the productivity of researchers, and 
53 % of respondents (n = 47) agreed or strongly agreed that GEP implementation increased 
research creativity and innovation (885). 

As a result of the GENDER-NET, GENDER-NET Plus and SAGE projects, the institutes of 
technology in Ireland became more research-oriented, merging to become the five 
established technological universities following the 2018 Technological Universities Act (886), 
partly thanks to the widespread adoption of the Athena SWAN commitment at the national 
level. The GEPs’ empowerment of women to become professors, to apply for international 
funding grants and to run research projects was reported to have led to more effective 
research at Trinity College Dublin. Women’s percentage of the total grant funding brought 
into the university is also reported to be growing (887). 

Strengthening status and position 

The prestigious status associated with EU funding in the research community was a 
motivational force for many institutions to develop GEPs and to start discussions on gender 
issues in research, which would not have been possible without FP7 and the Horizon 2020 
SwafS work programme. 

 

(883) Information obtained through consultation with stakeholder; Roos, A., Bleijenbergh, I. and Verloo, M. (2020), 
9.4 Annual Impact Evaluation Report, GEARING-Roles, Radboud University, Nijmegen 
(https://gearingroles.eu/wp-content/uploads/2021/02/D9.4-Annual-Impact-Evaluation-Report.pdf). 

(884) Trigger (2018), Deliverable D6.6 Internal Evaluation Report No. 3, ASDO (http://triggerproject.eu/wp-
content/uploads/2018/05/D6.3_TRIGGER-Evaluation-Report-1st-period.pdf). 

(885) Survey conducted as part of the study ‘Pilot assessment activities for the European Knowledge and Support 
Facility on gender equality plans in research and innovation organisations’ in September 2022. 

(886) The five technological universities are Technological University Dublin, Munster Technological University, 
Technological University of the Shannon: Midlands Midwest, Atlantic Technological University and South East 
Technological University. 

(887) Information obtained through consultation with stakeholder. 

https://gearingroles.eu/wp-content/uploads/2021/02/D9.4-Annual-Impact-Evaluation-Report.pdf
http://triggerproject.eu/wp-content/uploads/2018/05/D6.3_TRIGGER-Evaluation-Report-1st-period.pdf
http://triggerproject.eu/wp-content/uploads/2018/05/D6.3_TRIGGER-Evaluation-Report-1st-period.pdf
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The TRIGGER project enabled participating organisations to strengthen their position within 
the field of R&I, as gender equality measures led to university management working to obtain 
the HRS4R label from the European Commission. At the UPD, this enabled the university to 
showcase the importance of the GEP to the top management of the university and 
consolidated the cooperation relationships between the gender team and the university’s 
management (888). 

Establishment of national and international networks 

The TRIGGER project led to an increase in outreach and development of the participating 
institutions’ external relations networks. The extensive networking activities delivered through 
the project created new direct links with national governments, associations and other 
universities, which strengthened the visibility of the institutions within their national research 
community and networks. These relationships led to the establishment of new institutional 
arrangements for ensuring the continuation of the actions initiated as part of the TRIGGER 
project (889). 

Visibility within the international R&I community was seen as a significant positive impact for 
organisations and countries participating in the GENDERTIME project. The GENDERTIME 
consortium built a community that is still in contact, permitting them to continuously exchange 
experiences and knowledge. The supportive relationships between institutions in a 
competitive field of R&I in terms of funding and grants is considered highly valuable by the 
project participants (890). 

11.1.5.2. Wider policy-level impact 

Influence on national policy 

The universities participating in the GENDERTIME project observed that the experience of 
developing and implementing GEPs placed them in a strategic position to help other 
organisations within their countries to put GEPs in place and allowed them to become 
national role models in that regard. For example, Donau University helped draft the GEP for 
the Austrian Energy Agency (891). 

Further influence on national policy resulted from the development of national impact plans 
in the GENDERACTION project. For example, in Austria the two national ministries involved 
in gender equality policy in R&I were able to strengthen and institutionalise their cooperation. 
As a result of the project, the ministries developed a strategic framework for future planning 
and mutual coordination of policies in the fields of HER and R&I, as the two ministries fund 
research through different channels. Until 2020, there was no such common strategy on 
ongoing cooperation (892). 

Similarly, the inclusion of the TRIGGER project’s gender equality team in national and 
international networks introduced ways of making the GEP-related actions sustainable and 
transferring them to other national institutions and organisations. For example, the VSCHT 
was able to cooperate closely with the TA CR at the national level to prepare a new 

 

(888) Trigger (2018), Deliverable D6.6 Internal Evaluation Report No. 3, ASDO (http://triggerproject.eu/wp-
content/uploads/2018/05/D6.3_TRIGGER-Evaluation-Report-1st-period.pdf). 

(889) Ibid. 
(890) Information obtained through consultation with stakeholder. 
(891) Ibid. 
(892) Ibid. 

http://triggerproject.eu/wp-content/uploads/2018/05/D6.3_TRIGGER-Evaluation-Report-1st-period.pdf
http://triggerproject.eu/wp-content/uploads/2018/05/D6.3_TRIGGER-Evaluation-Report-1st-period.pdf
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programme supporting early-stage researchers, which marked the first time that a support 
programme in Czechia included gender equality in its evaluation criteria (893). 

Influence on European policy 

The EU-funded projects had an impact at not only the national policy level but also the wider 
European policy level, for example through the GENDERACTION project. In its policy briefs, 
which were one of the main outputs of the project, the GENDERACTION team recommended 
integrating gender equality policies into the ‘Strengthening the ERA’ part of the proposal for 
the Horizon Europe programme and into the future of the ERA. GENDERACTION also 
provided substantial support to the ERAC SWG GRI, as there was a considerable overlap 
between members of the GENDERACTION consortium and the ERAC SWG GRI. This 
allowed for capacity building in gender equality in R&I among national representatives 
responsible for this area, and mutual learning opportunities between policymakers and other 
stakeholders. Furthermore, the activities defined in the GENDERACTION EU impact plan 
reached a number of stakeholders across the European Commission, European Parliament 
and umbrella organisations, allowing for the establishment of contacts and discussion 
between the key stakeholders at the national and EU levels. 

As part of the implementation of its national impact plan through the GENDERACTION 
project, Slovenia made gender equality a priority topic when it held the presidency of the 
Council of the European Union. In 2021, the GENDERACTION team and the Slovenian 
Presidency of the Council of the European Union organised the conference Deepening the 
ERA through Gender Equality, which allowed Member States, ERA stakeholders and experts 
to reflect on the advances in gender equality at the national and EU levels and on gaps and 
areas to be addressed in the new ERA (894). 

11.1.6. Indicators being used to measure the state of play and progress on 
gender equality 

The desk research and stakeholder interviews helped identify a number of indicators from 
the EU-funded projects as those most useful to measure the state of play and progress on 
gender equality in the new ERA. These indicators were used by various institutions 
participating in the projects, and they encompass gender dimensions in labour conditions, 
leadership and progression, representation, research, sexual harassment, capacity building 
and specific aspects of GEP implementation. This section focuses on indicators of gender 
equality actions deemed useful by the stakeholders consulted for the purpose of this case 
study, but these may not fully reflect the indicators included in the ERA Scoreboard and the 
ERA Dashboard. Complementary information on indicators can be found in policy brief 2, 
accompanying this report, in regard to the monitoring of the implementation of the GEP 
eligibility criterion, and in policy briefs 3 and 5, in relation to the monitoring of progress on 
inclusive gender equality actions. 

A detailed model specific to the assessment of institutional gender mainstreaming capacity 
was developed by the Horizon 2020 SwafS work programme project CASPER, and tested 
by GEARING-Roles consortium partners. The impact drivers model developed by the 
CASPER project describes six stages of the institutionalisation of gender equality – (1) 
starting point, (2) project, (3) inception, (4) growth, (5) integration and (6) institutionalisation – 

 

(893) Trigger (2018), Deliverable D6.6 Internal Evaluation Report No. 3, ASDO (http://triggerproject.eu/wp-
content/uploads/2018/05/D6.3_TRIGGER-Evaluation-Report-1st-period.pdf). 

(894) Institute of Sociology of the Czech Academy of Sciences (2021), Project Impact Assessment Report, Prague 
(https://genderaction.eu/wp-content/uploads/2022/03/741466_D2_2_Project-Impact-Assessment-Report.pdf). 

http://triggerproject.eu/wp-content/uploads/2018/05/D6.3_TRIGGER-Evaluation-Report-1st-period.pdf
http://triggerproject.eu/wp-content/uploads/2018/05/D6.3_TRIGGER-Evaluation-Report-1st-period.pdf
https://genderaction.eu/wp-content/uploads/2022/03/741466_D2_2_Project-Impact-Assessment-Report.pdf
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which allow for detailed monitoring of changing institutional gender equality capacity (895). In 
addition, the stakeholders consulted for this case study found that the indicators defined by 
the EIGE Gender Equality Index (896) were very useful. Table 18 lists the indicators most 
commonly recommended by the EU-funded projects, by category, at the institutional and 
national levels. The identification and development of these indicators illustrates an additional 
benefit and tangible outcome of EU funding, which supports R&I institutions to monitor 
progress on gender equality more broadly or in the context of GEP implementation. 

Table 18. Overview of indicators recommended by selected EU-funded projects 

Impact  Category Indicator Institutional 
level 

National 
level 

Impact on gender 
equality in R&I 
institutions 

Labour 
conditions 

Level of gender pay gap and 
wage inequalities (including 
positive and negative 
progress) 

X X 

Leadership and 
progression 

Increase in the number of 
women in leadership 
positions (board members 
and leaders) and the ratio of 
women against the total 

X X 

Leadership and 
progression 

Increase in the share of 
women heads of institutions / 
in grade A positions in the 
HES 

X X 

Leadership and 
progression 

Glass Ceiling Index X X 

Leadership and 
progression 

Share of women at different 
stages within research 
careers (including positive 
and negative progress) 

X X 

Leadership and 
progression 

Increase in the number of 
promotions in scientific titles 
approved by the higher 
authorities (institutions, 
national, ministries) 

X X 

Representation Increase in the number of 
women in STEM fields 

X X 

Representation Increase in the number of 
women students 

X X 

 

(895) Mergaert, L. and Kerremans, A. (2022), Report on the use of an innovative potential tool to assess the 
sustainability and impact of institutional change towards more gender equality, Casper. 

(896) See the 2022 version of the EIGE Gender Equality Index (https://eige.europa.eu/gender-equality-index/2022). 

https://eige.europa.eu/gender-equality-index/2022
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Representation Share of women PhD 
graduates (including positive 
and negative progress) 

X X 

Representation Share of women in research 
positions against the total of 
researchers (including 
positive and negative 
progress) 

X X 

Representation Share of women in senior 
research positions against 
the total of senior 
researchers (including 
positive and negative 
progress) 

X X 

Sexual 
harassment 

Number of (reported) cases 
of sexual harassment and 
violence (incl. positive and 
negative progress) 

X X 

Existing indexes EIGE Gender Equality Index  X 

Impact on R&I 
quality, efficiency 
and productivity in 
the institutions 
and at the wider 
level  

Research Number of PhDs and 
dissertations on gender 
(including positive and 
negative progress) 

X X 

Research Increase in the extent of 
gendered research 

X X 

Research Increase in the level of 
integration of gender into 
research and curricula 

X X 

Research Increase in the level of 
gender mainstreaming in all 
research fields 

X X 

Research Increase in the number of 
awards won by women staff 
against the total of awards 
won 

X  

Impact on GEP 
development and 
implementation in 
the R&I 
institutions 

GEP related Increase in the share of 
research organisations that 
have adopted a GEP 

 X 

GEP related Increase in the human 
resources and budget 
devoted to gender equality 

X  

GEP related Increase in the adoption of 
new gender equality 
measures 

X X 



 

223 
 

GEP related Increase in the presence of 
regular reporting on gender-
related activities 

X X 

GEP related Increase in the launch of a 
new GEP after the 
completion of the previous 
one 

X  

GEP related Increase in the presence of 
an updated section of the 
institutional website devoted 
to gender and diversity 
issues 

X  

GEP related Increase in the presence of 
change agents 
(unit/committee, women 
researchers’ group, 
individual researchers) 

X  

GEP related Increase in the involvement 
and engagement in capacity-
building and training 
activities 

X  

GEP related Increase in the 
mobilisation/engagement of 
internal stakeholders in 
producing the change 

X  

GEP related Increase in the 
number/frequency of training 
sessions 

X  

11.1.7. Main challenges, barriers and gaps for institutions and policymakers in 
advancing gender equality plans in the different institutions 

A number of shared challenges, barriers and gaps preventing institutions and policymakers 
from advancing GEPs were identified through desk research and key stakeholder 
consultations. Some of these concern institutions’ internal functioning mechanisms, such as 
lacking awareness of gender equality issues, reaching key stakeholders and ensuring 
sufficient resources. Other barriers consist of external factors, such as obstacles from trade 
unions when negotiating with national stakeholders, and the varying social and political 
climate across the countries participating in EU-funded projects, which makes gender 
equality a sensitive issue that can be easily politicised. The challenges, barriers and gaps 
discussed in this section are often interlinked and concern multiple stakeholders at various 
levels: institutional, national and international. The challenges faced are highlighted in 
relation to specific projects in order to provide concrete examples of the shared challenges, 
barriers and gaps in the advancement of GEPs. Nonetheless, the barriers discussed were 
encountered across most of the projects selected for this case study, as they represent issues 
widely applicable to structural change efforts in the sphere of gender equality in the R&I 
sector.  
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11.1.7.1. Institutional-level and wider policy-level impact 

Lack of awareness and knowledge about gender equality issues 

One of the main recurring challenges noted by the stakeholders participating in EU-funded 
projects is the lack of awareness and knowledge about gender equality issues at the 
institutional and wider national policy levels (897). 

The implicit biases and lack of sensitivity towards equality and intersectionality of decision-
makers and individuals in key leadership positions were recognised as core barriers in terms 
of implementing effective GEP policies in, for example, the GENDERTIME, project (898). It is 
reported that top management often do not see gender equality as a priority for institutions, 
and GEP implementation is regarded as a burdensome bureaucratic exercise without real 
accountability. The GENDERACTION project encountered institutions wanting to falsify the 
figures in their gender equality objectives, as they believed that the numbers would not be 
thoroughly checked. Similarly, at the national policy level within the GENDERACTION project 
a lack of understanding of the necessity of implementing GEPs was observed among 
policymakers, alongside a general lack of acknowledgement of existing gender inequality. 
The decision-makers involved often perceived the development and implementation of GEPs 
as burdensome without acknowledging the long-term benefits. 

Participants in the CALIPER project noted a lack of clarity in the definitions of equality and 
inclusiveness at the institutional and national levels. According to CALIPER participants, a 
common understanding and definitions of what equality and inclusiveness mean are 
necessary at the national level to align the objectives of all of a country’s institutions when 
developing their equality policies (899). 

Reaching key stakeholders and ensuring commitment 

Reaching key stakeholders and ensuring commitment is a challenge experienced by both 
institutions and policymakers when advancing GEPs. The GENDERACTION and 
GENDERTIME stakeholders noted that there is often a lack of commitment and accountability 
to act on gender equality issues at the wider policy level, which represents a barrier for those 
active in the sphere of gender equality in institutions. A lack of awareness and knowledge 
about equality and inclusiveness issues – in addition to resistance to structural change within 
their institutions among key stakeholders, including top management – is a frequent problem 
hindering GEP teams in efficiently developing and implementing GEPs. The GEARING-
Roles project faced difficulty finding a common language for all stakeholders involved in the 
process of GEP development and ensuring their engagement (900). Similarly, the TRIGGER 
project faced strong resistance from the middle management of universities, which had 
different priorities and did not consider gender an important topic. Perceiving gender equality 
as an important and relevant issue for R&I is necessary to ensure commitment from key 
stakeholders within institutions, including top management, and to overcome internal 
resistance (901). 

  

 

(897) Information obtained through consultation with stakeholder. 
(898) Ibid. 
(899) Ibid. 
(900) Ibid. 
(901) Ibid. 
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Sectoral and national differences across participating organisations 

The varying social and political climate in countries participating in EU-funded projects has 
an influence on their research communities and represents another obstacle to the successful 
development and implementation of GEPs (902). Participating institutions in the EU-funded 
projects from Czechia (903) and Romania (904) noted difficulties promoting GEPs due to 
conservative attitudes towards gender equality in their national contexts. The wider political 
circumstances are often linked to the academic landscape in the Member States, and the 
topic of gender can be easily politicised, as noted by participants in the TRIGGER, (905) 
GENDERACTION (906) and CALIPER (907) projects. 

11.1.7.2. Institutional-level impact 

Lack of resources and expertise to develop and implement gender equality plans 

A lack of resources represents a key barrier to advancing GEPs according to most institutions 
consulted for this case study. This includes limited time, financial and human resources, 
which stakeholders – for example from Radboud University in the Netherlands (GEARING-
Roles) (908) and Donau University in Austria (GENDERTIME) (909) – highlighted as essential 
for the sound development and implementation of GEPs. The resource intensity of GEP-
related activities was also highlighted by stakeholders participating in the impact assessment 
study dissemination event. 

The top management of institutions plays an essential role in releasing the financial and 
human resources needed. However, as discussed, gender equality is often not perceived as 
a priority for many institutions. This was exacerbated by the COVID-19 pandemic, and 
austerity measures pushed gender equality even further down the list of priorities for 
institutions in the face of other pressing challenges. 

For example, at the VSCHT, which participated in the TRIGGER project, the planned gender 
mainstreaming workshops had to be cancelled as middle managers and other key 
stakeholders lacked the time to participate. The low priority level of gender equality also 
generated difficulties for the TRIGGER team in accessing top management members of the 
central council of the UPD (910). 

A lack of adequate skills and expertise is one the most significant barriers that GEP teams in 
institutions face. Interviewees agreed that policies favouring the exchange of skills and 
capacity building should be developed further in order to increase the number of gender 
equality experts who can support the development of GEPs in institutions. The GEP team 
from the TRIGGER project highlighted the importance of supporting research organisations 

 

(902) Roos, A., Bleijenbergh, I. and Verloo, M. (2020), 9.4 Annual Impact Evaluation Report, GEARING-Roles, 
Radboud University, Nijmegen (https://gearingroles.eu/wp-content/uploads/2021/02/D9.4-Annual-Impact-
Evaluation-Report.pdf). 

(903) Trigger (2018), Deliverable D6.6 Internal Evaluation Report No. 3, ASDO (http://triggerproject.eu/wp-
content/uploads/2018/05/D6.3_TRIGGER-Evaluation-Report-1st-period.pdf). 

(904) Information obtained through consultation with stakeholder. 
(905) Trigger (2018), Deliverable D6.6 Internal Evaluation Report No. 3, ASDO (http://triggerproject.eu/wp-

content/uploads/2018/05/D6.3_TRIGGER-Evaluation-Report-1st-period.pdf). 
(906) Information obtained through consultation with stakeholder. 
(907) Ibid. 
(908) Ibid. 
(909) Ibid. 
(910) Trigger (2018), Deliverable D6.6 Internal Evaluation Report No. 3, ASDO (http://triggerproject.eu/wp-

content/uploads/2018/05/D6.3_TRIGGER-Evaluation-Report-1st-period.pdf). 

https://gearingroles.eu/wp-content/uploads/2021/02/D9.4-Annual-Impact-Evaluation-Report.pdf
https://gearingroles.eu/wp-content/uploads/2021/02/D9.4-Annual-Impact-Evaluation-Report.pdf
http://triggerproject.eu/wp-content/uploads/2018/05/D6.3_TRIGGER-Evaluation-Report-1st-period.pdf
http://triggerproject.eu/wp-content/uploads/2018/05/D6.3_TRIGGER-Evaluation-Report-1st-period.pdf
http://triggerproject.eu/wp-content/uploads/2018/05/D6.3_TRIGGER-Evaluation-Report-1st-period.pdf
http://triggerproject.eu/wp-content/uploads/2018/05/D6.3_TRIGGER-Evaluation-Report-1st-period.pdf
http://triggerproject.eu/wp-content/uploads/2018/05/D6.3_TRIGGER-Evaluation-Report-1st-period.pdf
http://triggerproject.eu/wp-content/uploads/2018/05/D6.3_TRIGGER-Evaluation-Report-1st-period.pdf
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in accessing appropriate training or consultancy services in the sphere of gender 
mainstreaming at accessible costs. Research organisations often need access to gender 
equality experts to design and implement their GEPs. According to an interviewee, a policy 
measure allowing them to facilitate access to such consultancy services (e.g. through private 
consultancies or national resource centres) would be a useful tool for the research 
organisations to both initiate and advance their work on GEPs. Stakeholders from GE 
Academy – a project focused on building capacity for gender equality in R&I – also stated 
that it is important to support and sustain the trainers’ networks and continue working on 
capacity building in gender equality in the R&I sector so that organisations have access to 
the expertise required for GEP implementation. This is especially true for smaller 
organisations with less funding and organisations that are less advanced in terms of gender 
mainstreaming (911). 

External resistance to structural change 

The institutions participating in EU-funded projects also encountered external resistance to 
structural change, such as resistance from trade unions in Spain. Royal Decree 901/2020 
on Equality gives trade unions in Spain an important role in collective bargaining not only on 
working conditions but also on the equality plans required by Spanish national law, 
specifically for companies with more than 50 employees (912). This puts trade unions in a 
strong position in terms of negotiating on the topic of gender equality issues in many 
institutions, including universities. However, a number of universities in Spain felt that trade 
unions had exploited their negotiating powers to pursue their own interests, which hindered 
the advancement of the GEPs developed through EU-funded projects. This presented an 
obstacle for the GEARING-Roles project in its implementation of GEPs in the participating 
institutions. 

11.1.8. Conclusions 

The analysis of the FP7 SiS and Horizon 2020 SwafS work programme projects examined 
as part of this case study has enabled the identification of the key impacts of EU funding on 
GEP development and implementation, including its contribution to gender equality in R&I 
institutions and more widely to R&I quality, efficiency and productivity. 

The key impacts on GEP development and implementation and on gender equality in 
the R&I institutions and at the wider level include actions and achievements across a wide 
range of gender equality topics and themes. Overall, the research conducted noted a 
significant benefit for institutions that participated in the EU-funded projects. Nonetheless, it 
is worth highlighting that, where EU funding has been found to contribute to positive 
institutional and wider benefits on GEP development and gender equality in R&I, this has 
often coincided with national developments. Different countries are at different stages of 
progress in terms of developing and implementing national gender equality policies and 
legislation, which may strengthen or hinder the impact of EU-funded projects on GEP 
development and gender equality. The impact of such projects cannot be separated from the 
country-specific driving forces that may be at play in influencing achievements in this sphere. 

One of the key objectives of the EU-funded projects was to support participating 

organisations in developing GEPs. Many of the institutions involved in these projects 

 

(911) Ibid. 
(912) Royal Decree 901/2020, of 13 October, which regulates equality plans and their registration and modifies 

Royal Decree 713/2010, of 28 May, on the registration and deposit of agreements and collective labour 
agreements, 13 October 2020. 
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developed and implemented their first GEPs, specifically tailored to the key priority areas of 

the project involved. Partaking in EU-funded projects, and specifically GEP-implementing 

projects, often created the necessary conditions for sustainable gender equality policies 

among participating institutions, for example through the creation of organisational structures 

and dedicated GEP teams. The GEPs developed within the scope of these projects aimed to 

support the participating organisations in achieving comprehensive and long-lasting 

institutional change through the execution of concrete gender equality actions, ultimately 

leading to wider benefits in terms of gender equality within these institutions and in terms of 

R&I quality, efficiency and productivity. 

The measures included in the institutional GEPs aimed to promote actions related to a variety 
of gender equality aspects and fields. These institutions experienced improvements in terms 
of labour and working conditions for women through a number of measures intended to 
enhance work–life balance, put in place more flexible work arrangements and made salary 
increases more transparent in order to reduce the gender pay gap. Positive impacts were 
also experienced in terms of recruitment, career progression and representation of women 
in senior and leadership positions, which were achieved through changes to recruitment 
procedures and the establishment of mentoring programmes and women’s networks. The 
impact of EU-funded projects on gender equality also encompassed the areas of knowledge 
creation, dissemination and capacity building. Through a variety of outputs – including gender 
mainstreaming tools, training sessions and capacity-building seminars – the EU-funded 
projects contributed to raising awareness and knowledge about gender-related topics and 
issues, with specific attention devoted to the ERA priorities and thematic areas, and gender-
sensitive communication. Other examples of impact refer to the integration of gender equality 
into R&I content through a variety of resources and activities, including training sessions, 
innovative research tools, reports, policy briefs and awareness-raising events. 

The collection of gender-disaggregated data was also an area in which the EU-funded 
projects fostered improvement. Within the scope of some of the selected projects, regular 
statistics on women’s careers and recruitment were gathered and analysed, related 
indicators and indexes were created and gender equality data were monitored through the 
development of new databases. EU-funded projects contributed to reducing sexual 
harassment, discrimination and gender stereotypes, in addition to promoting the use of 
gender-sensitive language. In this regard, anti-discrimination and anti-harassment policies 
and guidelines were established, together with procedures for dealing with occurrences of 
sexual harassment and mechanisms to support victims, and databases were created to 
facilitate the collection of related data. 

Moreover, in some cases, EU funding influenced the entire culture, approach and institutional 
structure of the participating research organisations. Structural change was fostered through 
the establishment of gender equality structures and the inclusion of gender equality as a core 
point in an institution’s organisational mission. This then contributed to the creation of a more 
positive attitude towards gender equality within institutions and greater engagement of 
stakeholders and leaders in gender-related issues. 

Although achieving lasting institutional change was at the heart of all EU-funded structural 
change GEP projects, in some specific cases the participant organisations made an explicit 
commitment to ensuring the sustainability of GEP-related measures beyond the duration of 
the projects. Evidence shows that a number of institutions were able to continue the structural 
change activities they had carried out during the project after the GEP projects had 
concluded. Such changes often created permanent institutional features and structures. The 
continuation of GEP-related measures was possible owing to the establishment of 
sustainability action plans within institutions or continued cooperation among the project 
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partners and established R&I stakeholder networks. In other cases, the sustainability of 
gender equality actions was ensured by organisations’ continued participation in gender-
equality-related EU-funded projects, such as the GENDERACTION and 
GENDERACTIONplus projects. Finally, EU-funded projects were successful in influencing 
the wider local, national and international policy levels and encouraged international networks 
of mutual collaboration. 

Despite GEPs being relatively new tools for the institutions participating in these EU-funded 
programmes, some notable positive impacts can already be observed in areas such as R&I 
quality, efficiency and productivity at the institutional level as well as the national level. 
The organisations developing GEPs under the EU-funded programmes benefited from 
improved internal processes, including management and teamwork, and they also noticed an 
increased number of grants and enhanced research production and innovation. Thanks to 
the EU label and the experience of GEPs, the participating institutions were able to 
strengthen their position within the R&I community, influence national policy regarding gender 
equality in R&I and develop valuable national and international networks. 

A number of indicators used by institutions participating in the selected EU-funded projects 
were also identified as very useful for measuring the state of play and progress on gender 
equality in the new ERA. These encompass gender dimensions in relation to labour 
conditions, leadership and progression, representation, research, sexual harassment, 
capacity building and specific aspects of GEP implementation. In addition, the stakeholders 
consulted found that predefined indicators in, for example, the EIGE Gender Equality Index 
were useful tools for collecting and monitoring data on the extent of gender equality across a 
variety of aspects. 

However, this research also identified a number of challenges for the effective development 
and implementation of GEPs. These were common to the institutions participating in the 
selected EU-funded programmes and included challenges such as a lack of resources, a lack 
of awareness, difficulties in reaching key stakeholders, external resistance to structural 
change and the differing social and political situations in different countries participating in 
EU-funded projects. 

The examples discussed in this case study demonstrate the significant role of EU funding 
programmes in key aspects of mainstreaming gender equality in R&I at different levels, 
including the institutional level, but also the wider national and international levels. EU funding 
supports and clearly incentivises institutions advancing the development and implementation 
of GEPs, which in turn has wider a impact on promoting gender equality in the R&I sector. 
Furthermore, the R&I sector benefits from a changing gender balance in terms of enhancing 
production and strengthening networks. Nevertheless, a number of significant challenges and 
barriers continue to hinder the effective implementation of GEPs. These need to be 
addressed to allow institutions to implement their GEPs in the most efficient way and to 
contribute to long-term transformational impact and structural change in the R&I sector. 
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11.1.9.2. Annex 2: Formal gender equality plan documents and annual reports from institutions 

Table 19. Formal GEP publications by the institutions covered in this case study 

No Country Institution Document name Hyperlink to website Hyperlink to document 

1 Austria Donau University Advancement of Women & 
Equality Plan 

https://www.donau-
uni.ac.at/en/ 

https://www.donau-
uni.ac.at/dam/jcr:a14a78e7-80ce-4f1e-
82b2-
a8d334d95e0c/Gender%20Equality%20M
easures,%20Initiatives,%20and%20Equali
ty%20Plan%20at%20University%20for%2
0Continuing%20Education_A%20Summa
ry.pdf 

2 Austria Research Center for 
Molecular Medicine 
of the Austrian 
Academy of 
Sciences 

CEMM Gender Equality Plan https://cemm.at/ https://cemm.at/fileadmin/user_upload/Ce
MM_Gender_Equality_Plan_signed.pdf 

3 Czechia Institute of Sociology 
of the Czech 
Academy of 
Sciences 

Project Impact Assessment 
Report 

https://www.soc.cas.cz/en/ https://genderaction.eu/wp-
content/uploads/2022/03/741466_D2_2_P
roject-Impact-Assessment-Report.pdf 

4 Italy University of Padova Gender Equality Plan – 
2022–2024 

https://www.unipd.it/ https://www.unipd.it/en/sites/en.unipd.it/fil
es/Gender%20Equality%20Plan%20bozz
a%20singole%20%281%29.pdf 

5 France UPEC Gender Equality Plan https://www.u-pec.fr/ https://www.u-pec.fr/medias/fichier/del-ca-
3-2-approbation-du-plan-d-action-pour-l-
egalite-professionnelle-fh-de-l-upec-2020-
2023_1632401266513-pdf 

6 Serbia Mihailo Pupin 
Institute 

Gender Equality Plan https://www.pupin.rs/en/home/ https://www.pupin.rs/code/wp-
content/uploads/2021/05/GENDER-
EQUALITY-ACTION-PLAN-2021-
2025.pdf 

https://www.donau-uni.ac.at/en/
https://www.donau-uni.ac.at/en/
https://www.donau-uni.ac.at/dam/jcr:a14a78e7-80ce-4f1e-82b2-a8d334d95e0c/Gender%20Equality%20Measures,%20Initiatives,%20and%20Equality%20Plan%20at%20University%20for%20Continuing%20Education_A%20Summary.pdf
https://www.donau-uni.ac.at/dam/jcr:a14a78e7-80ce-4f1e-82b2-a8d334d95e0c/Gender%20Equality%20Measures,%20Initiatives,%20and%20Equality%20Plan%20at%20University%20for%20Continuing%20Education_A%20Summary.pdf
https://www.donau-uni.ac.at/dam/jcr:a14a78e7-80ce-4f1e-82b2-a8d334d95e0c/Gender%20Equality%20Measures,%20Initiatives,%20and%20Equality%20Plan%20at%20University%20for%20Continuing%20Education_A%20Summary.pdf
https://www.donau-uni.ac.at/dam/jcr:a14a78e7-80ce-4f1e-82b2-a8d334d95e0c/Gender%20Equality%20Measures,%20Initiatives,%20and%20Equality%20Plan%20at%20University%20for%20Continuing%20Education_A%20Summary.pdf
https://www.donau-uni.ac.at/dam/jcr:a14a78e7-80ce-4f1e-82b2-a8d334d95e0c/Gender%20Equality%20Measures,%20Initiatives,%20and%20Equality%20Plan%20at%20University%20for%20Continuing%20Education_A%20Summary.pdf
https://www.donau-uni.ac.at/dam/jcr:a14a78e7-80ce-4f1e-82b2-a8d334d95e0c/Gender%20Equality%20Measures,%20Initiatives,%20and%20Equality%20Plan%20at%20University%20for%20Continuing%20Education_A%20Summary.pdf
https://www.donau-uni.ac.at/dam/jcr:a14a78e7-80ce-4f1e-82b2-a8d334d95e0c/Gender%20Equality%20Measures,%20Initiatives,%20and%20Equality%20Plan%20at%20University%20for%20Continuing%20Education_A%20Summary.pdf
https://www.donau-uni.ac.at/dam/jcr:a14a78e7-80ce-4f1e-82b2-a8d334d95e0c/Gender%20Equality%20Measures,%20Initiatives,%20and%20Equality%20Plan%20at%20University%20for%20Continuing%20Education_A%20Summary.pdf
https://cemm.at/
https://www.soc.cas.cz/en/
https://genderaction.eu/wp-content/uploads/2022/03/741466_D2_2_Project-Impact-Assessment-Report.pdf
https://genderaction.eu/wp-content/uploads/2022/03/741466_D2_2_Project-Impact-Assessment-Report.pdf
https://genderaction.eu/wp-content/uploads/2022/03/741466_D2_2_Project-Impact-Assessment-Report.pdf
https://www.unipd.it/
https://www.unipd.it/en/sites/en.unipd.it/files/Gender%20Equality%20Plan%20bozza%20singole%20%281%29.pdf
https://www.unipd.it/en/sites/en.unipd.it/files/Gender%20Equality%20Plan%20bozza%20singole%20%281%29.pdf
https://www.unipd.it/en/sites/en.unipd.it/files/Gender%20Equality%20Plan%20bozza%20singole%20%281%29.pdf
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https://www.pupin.rs/en/home/
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7 Germany University of 
Wuppertal 

Gender Equality Plan https://www.uni-
wuppertal.de/de/ 

https://www.gleichstellung.uni-
wuppertal.de/en/gleichstellungsplaene-
konzepte/translate-to-englisch-
gleichstellungskonzepte-und-standards/ 

8 United 
Kingdom 

Loughborough 
University 

Gender Equality Plan https://www.lboro.ac.uk/ https://www.lboro.ac.uk/equity-diversity-
inclusion/gender-equity/gender-equality-
plan/ 

9 Spain Tecnalia Research 
and Innovation 

Gender Equality Plan https://www.tecnalia.com/en/ https://GENDERTIME.org/sites/default/file
s/Poster_high_TECNALIA_fv.pdf 

10 Austria IFZ Gender Equality Plan https://www.ifz.at/en https://www.ifz.at/sites/default/files/2022-
07/Gender%20Equality%20Plan%20IFZ_
29.06.2022_0.pdf 

11 Croatia University of Zagreb Gender Equality Plan https://www.unizg.hr/homepag
e/ 

https://www.efzg.unizg.hr/UserDocsImage
s/Dokumenti/FEB%20gender%20equality
%20plan%202022-2025.pdf?vel=601717 

12 Georgia Shota Rustaveli 
National Science 
Foundation of 
Georgia 

GEP Shota Rustaveli 
National Science Foundation 
of Georgia 

https://rustaveli.org.ge/eng https://rustaveli.org.ge/res/docs/2a6bb346
b428c02d6a2d261f384ef45aa5186310.pd
f 

13 Slovakia Slovak University of 
Technology in 
Bratislava 

Gender Equality Plan https://www.stuba.sk/english.ht
ml?page_id=132  

https://www.stuba.sk/buxus/docs/stu/urad
na_tabula/2021/Gender_equality_strategy
.pdf 

14 Belgium Université libre de 
Bruxelles 

ULB’s Gender Equality Plan 
for the STEM 

https://www.ulb.be/ https://www.ulb.be/fr/egalite-des-
genres/gender-equality-plan 

15 Greece National Technical 
University of Athens 

ECE-NTUA Gender Equality 
Plan (1st Refinement) 

https://www.ntua.gr/en/ https://www.elke.ntua.gr/wp-
content/uploads/2022/04/Gender-
Equality-Plan-NTUA.pdf 

16 Spain Barcelona Institute 
for Research in 
Biomedicine 

Gender Equality Plan – 
Institute for Research in 
Biomedicine: 2021–2024 

https://www.irbbarcelona.org/e
n 

https://www.irbbarcelona.org/sites/default/
files/2021-11/IRBBarcelona_GEP_2021-
2024.pdf 

https://www.uni-wuppertal.de/de/
https://www.uni-wuppertal.de/de/
https://www.lboro.ac.uk/
https://www.tecnalia.com/en/
https://gendertime.org/sites/default/files/Poster_high_TECNALIA_fv.pdf
https://gendertime.org/sites/default/files/Poster_high_TECNALIA_fv.pdf
https://www.ifz.at/en
https://www.ifz.at/sites/default/files/2022-07/Gender%20Equality%20Plan%20IFZ_29.06.2022_0.pdf
https://www.ifz.at/sites/default/files/2022-07/Gender%20Equality%20Plan%20IFZ_29.06.2022_0.pdf
https://www.ifz.at/sites/default/files/2022-07/Gender%20Equality%20Plan%20IFZ_29.06.2022_0.pdf
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17 Romania Executive Agency for 
Higher Education, 
Research, 
Development and 
Innovation Funding 

UEFISCDI – Gender 
Equality Plan 2024 

https://uefiscdi.gov.ro/ https://uefiscdi.gov.ro/resource-868619-
en_ro_uefiscdi_gender_equality_plan_se
pt_2021_public-version.pdf 

18 Türkiye Yaşar University Yaşar University Gender 
Equality Plan 

https://www.yasar.edu.tr/en/ https://yugender.yasar.edu.tr/wp-
content/uploads/2024/01/Yasar-
University-Gender-Equality-Plan-
GEP_Final-version.pdf 

19 Italy Salento University Gender Equality Plan https://international.unisalento.
it/ 

https://www.unisalento.it/documents/2014
3/3500738/GEP22-25.pdf 

20 Türkiye Sabancı University Sabancı University Gender 
Equality Plan – January 
2021 

https://www.sabanciuniv.edu/ https://www.sabanciuniv.edu/sites/default/
files/2023-
11/gearingroles_su_eylem_plani_1.pdf 

21 United 
Kingdom 

Oxford Brookes 
University 

Gender Equality Plan https://www.brookes.ac.uk/ https://www.brookes.ac.uk/getmedia/cfd6
b648-e36d-49e9-b671-
162b77f177bf/GEP-ASSG-210119-04 

22 Austria TU Wien Tailor-made Gender Equality 
Plans (GEP Version 3.0) 

https://www.tuwien.at/ https://www.tuwien.at/fileadmin/Assets/die
nstleister/abteilung_genderkompetenz/ge
nder_in_der_Forschung/GEECCO_Result
s/Public_deliverables/GEECCO_D8.4_Tai
lor-
made_Gender_Equality_Plans__GEP_ver
sion_3.0_.pdf 

23 Spain Centre for Genomic 
Regulation 

Gender Equality Plan https://www.crg.eu/ https://www.crg.eu/sites/default/files/crg/cr
g_-_gep_-_jul2016.pdf 

24 Italy Autonomous Regions 
of Sardinia 

Gender Equality Plan https://www.regione.sardegna.i
t/ 

https://www.superaproject.eu/wp-
content/uploads/2020/12/GEP-RAS.pdf 

25 Spain Complutense 
University of Madrid 

Gender Equality Plan https://www.ucm.es/english https://www.ucm.es/hrs4r/gender-equaltiy 

26 Hungary Central European 
University (CEU) 

Gender Equality Plan 2019–
2022 

 https://www.ceu.edu/ https://documents.ceu.edu/file/13087/dow
nload?token=2t8ep_sW 

https://www.sabanciuniv.edu/
https://www.sabanciuniv.edu/sites/default/files/2023-11/gearingroles_su_eylem_plani_1.pdf
https://www.sabanciuniv.edu/sites/default/files/2023-11/gearingroles_su_eylem_plani_1.pdf
https://www.sabanciuniv.edu/sites/default/files/2023-11/gearingroles_su_eylem_plani_1.pdf
https://www.brookes.ac.uk/
https://www.brookes.ac.uk/getmedia/cfd6b648-e36d-49e9-b671-162b77f177bf/GEP-ASSG-210119-04
https://www.brookes.ac.uk/getmedia/cfd6b648-e36d-49e9-b671-162b77f177bf/GEP-ASSG-210119-04
https://www.brookes.ac.uk/getmedia/cfd6b648-e36d-49e9-b671-162b77f177bf/GEP-ASSG-210119-04
https://www.tuwien.at/
https://www.tuwien.at/fileadmin/Assets/dienstleister/abteilung_genderkompetenz/gender_in_der_Forschung/GEECCO_Results/Public_deliverables/GEECCO_D8.4_Tailor-made_Gender_Equality_Plans__GEP_version_3.0_.pdf
https://www.tuwien.at/fileadmin/Assets/dienstleister/abteilung_genderkompetenz/gender_in_der_Forschung/GEECCO_Results/Public_deliverables/GEECCO_D8.4_Tailor-made_Gender_Equality_Plans__GEP_version_3.0_.pdf
https://www.tuwien.at/fileadmin/Assets/dienstleister/abteilung_genderkompetenz/gender_in_der_Forschung/GEECCO_Results/Public_deliverables/GEECCO_D8.4_Tailor-made_Gender_Equality_Plans__GEP_version_3.0_.pdf
https://www.tuwien.at/fileadmin/Assets/dienstleister/abteilung_genderkompetenz/gender_in_der_Forschung/GEECCO_Results/Public_deliverables/GEECCO_D8.4_Tailor-made_Gender_Equality_Plans__GEP_version_3.0_.pdf
https://www.tuwien.at/fileadmin/Assets/dienstleister/abteilung_genderkompetenz/gender_in_der_Forschung/GEECCO_Results/Public_deliverables/GEECCO_D8.4_Tailor-made_Gender_Equality_Plans__GEP_version_3.0_.pdf
https://www.tuwien.at/fileadmin/Assets/dienstleister/abteilung_genderkompetenz/gender_in_der_Forschung/GEECCO_Results/Public_deliverables/GEECCO_D8.4_Tailor-made_Gender_Equality_Plans__GEP_version_3.0_.pdf
https://www.tuwien.at/fileadmin/Assets/dienstleister/abteilung_genderkompetenz/gender_in_der_Forschung/GEECCO_Results/Public_deliverables/GEECCO_D8.4_Tailor-made_Gender_Equality_Plans__GEP_version_3.0_.pdf
https://www.crg.eu/
https://www.crg.eu/sites/default/files/crg/crg_-_gep_-_jul2016.pdf
https://www.crg.eu/sites/default/files/crg/crg_-_gep_-_jul2016.pdf
https://www.superaproject.eu/wp-content/uploads/2020/12/GEP-RAS.pdf
https://www.superaproject.eu/wp-content/uploads/2020/12/GEP-RAS.pdf
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27 Estonia Estonian Research 
Council 

Gender Equality Plan of the 
Estonian Research Council 

https://www.etag.ee/ https://www.etag.ee/wp-
content/uploads/2022/01/Estonian-
Research-Council-Gender-Equality-Plan-
2021.pdf 

28 Italy European Institute of 
Oncology 

Gender Equality Plan Design 
Tool 

https://www.ieo.it/ https://www.ieo.it/Documents/CHI%20SIA
MO/Piano%20per%20l'uguaglianza%20di
%20genere_20161125.pdf 

29 Poland Cracow University of 
Technology (PK) 

Gender equality plan for 
Cracow University of 
Technology (2021–2024) 

https://www.pk.edu.pl/ http://www.kst.pk.edu.pl/images/GEECCO
/GEP/GEP_for_PK_English_final.pdf 

30 Italy Mediterranea 
University of Reggio 
Calabria 

Gender equality plan for the 
three‐year period 2021–2023 

https://www.unirc.it/en/ https://www.unirc.it/documentazione/alleg
ati_news/all_2020110450556_23498.pdf 

31 Portugal Instituto de Geografia 
e Ordenamento do 
Território da 
Universidade de 
Lisboa (IGOT) 

GEP Summary: IGOT https://www.igot.ulisboa.pt/ https://igot.adj3.org/sites/default/files/docu
ments/document/2022/pgeigotenglishvs.p
df 

32 Spain University of Deusto GEP Summary: Udeusto https://www.deusto.es/en/hom
e 

https://www.deusto.es/document/deusto/e
n/plan-de-igualdad-de-la-universidad-de-
deusto-20202022--0.pdf 

33 Slovenia University of 
Ljubljana 

GEP Summary: UL https://www.uni-
lj.si/en/university 

https://www.uni-lj.si/en/university/equality-
and-inclusion/gender-equality-plan 

34 Spain State Research 
Agency 

I Plan de Igualdad de 
Género 2021–2023 

https://www.aei.gob.es/ https://www.aei.gob.es/sites/default/files/p
age/field_file/2021-
02/I_Plan_Igualdad_AEI_2021.pdf 

35 Bosnia and 
Herzegovin
a 

International 
University of 
Sarajevo 

IUS Gender Equality Plan https://sage.ius.edu.ba/sites/d
efault/files/u31/ius_gep-2.pdf 

https://sage.ius.edu.ba/sites/default/files/u
31/ius_gep-2.pdf 

36 Italy University of Cagliari Gender Equality Plan of the 
University of Cagliari 

https://unicapress.unica.it/ https://unicapress.unica.it/index.php/unica
press/catalog/view/978-88-3312-021-
8/63/636-1 

https://www.etag.ee/
https://www.etag.ee/wp-content/uploads/2022/01/Estonian-Research-Council-Gender-Equality-Plan-2021.pdf
https://www.etag.ee/wp-content/uploads/2022/01/Estonian-Research-Council-Gender-Equality-Plan-2021.pdf
https://www.etag.ee/wp-content/uploads/2022/01/Estonian-Research-Council-Gender-Equality-Plan-2021.pdf
https://www.etag.ee/wp-content/uploads/2022/01/Estonian-Research-Council-Gender-Equality-Plan-2021.pdf
https://www.ieo.it/
https://www.ieo.it/Documents/CHI%20SIAMO/Piano%20per%20l'uguaglianza%20di%20genere_20161125.pdf
https://www.ieo.it/Documents/CHI%20SIAMO/Piano%20per%20l'uguaglianza%20di%20genere_20161125.pdf
https://www.ieo.it/Documents/CHI%20SIAMO/Piano%20per%20l'uguaglianza%20di%20genere_20161125.pdf
https://www.pk.edu.pl/
https://www.aei.gob.es/
https://www.aei.gob.es/sites/default/files/page/field_file/2021-02/I_Plan_Igualdad_AEI_2021.pdf
https://www.aei.gob.es/sites/default/files/page/field_file/2021-02/I_Plan_Igualdad_AEI_2021.pdf
https://www.aei.gob.es/sites/default/files/page/field_file/2021-02/I_Plan_Igualdad_AEI_2021.pdf
https://sage.ius.edu.ba/sites/default/files/u31/ius_gep-2.pdf
https://sage.ius.edu.ba/sites/default/files/u31/ius_gep-2.pdf
https://sage.ius.edu.ba/sites/default/files/u31/ius_gep-2.pdf
https://sage.ius.edu.ba/sites/default/files/u31/ius_gep-2.pdf
https://unicapress.unica.it/
https://unicapress.unica.it/index.php/unicapress/catalog/view/978-88-3312-021-8/63/636-1
https://unicapress.unica.it/index.php/unicapress/catalog/view/978-88-3312-021-8/63/636-1
https://unicapress.unica.it/index.php/unicapress/catalog/view/978-88-3312-021-8/63/636-1
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37 Portugal Universidade de 
Coimbra (UC) 

Plan for Equality, Equity and 
Diversity 

https://www.uc.pt/ https://www.uc.pt/site/assets/files/123513
2/pieduc2019_2024_pt.pdf 

38 Spain Universitat 
Politècnica de 
Catalunya (UPC) 

Third UPC Gender Equality 
Plan and Action Plan – 
2016–2018 & 2019–2021 

https://www.upc.edu/en https://igualtat.upc.edu/ca/shared/pla-
digualtat/ii-pla-daccio-del-iii-pla-digualtat-
de-la-upc.pdf 

39 Czechia VSCHT Transformation Plan https://gro.vscht.cz/ https://gro.vscht.cz/gep 

Table 20. GEP annual reports and related documents from the projects covered in this case study 

No Project Document name Hyperlink to website Hyperlink to document 

1 GE Academy D7.7 Policy Briefs https://zenodo.org/ https://zenodo.org/record/6586521 

2 GE Academy D7.4 Sustainability and Exploitation 
Plan (VIL) 

https://zenodo.org/ https://zenodo.org/record/6586421 

3 GEARING-
Roles 

9.4 Annual Impact Evaluation Report https://gearingroles.eu/ https://gearingroles.eu/wp-
content/uploads/2021/02/D9.4-Annual-Impact-
Evaluation-Report.pdf 

4 GEECCO Final Evaluation Report https://www.tuwien.at/ https://www.tuwien.at/fileadmin/Assets/dienstleister/a
bteilung_genderkompetenz/gender_in_der_Forschun
g/GEECCO_Results/Public_deliverables/GEECCO_
D10.6_Final_Evaluation_Report.pdf 

5 GENDERAC
TION 

D 3.3 Monitoring of ERA Priority 4 
Implementation – Update and final 
assessment 

https://genderaction.eu/  

6 GENDERAC
TION 

Project Impact Assessment Report https://genderaction.eu/ https://genderaction.eu/wp-
content/uploads/2022/03/741466_D2_2_Project-
Impact-Assessment-Report.pdf 

https://www.uc.pt/
https://gro.vscht.cz/
https://zenodo.org/
https://zenodo.org/record/6586521
https://zenodo.org/
https://zenodo.org/record/6586421
https://gearingroles.eu/
https://gearingroles.eu/wp-content/uploads/2021/02/D9.4-Annual-Impact-Evaluation-Report.pdf
https://gearingroles.eu/wp-content/uploads/2021/02/D9.4-Annual-Impact-Evaluation-Report.pdf
https://gearingroles.eu/wp-content/uploads/2021/02/D9.4-Annual-Impact-Evaluation-Report.pdf
https://www.tuwien.at/
https://www.tuwien.at/fileadmin/Assets/dienstleister/abteilung_genderkompetenz/gender_in_der_Forschung/GEECCO_Results/Public_deliverables/GEECCO_D10.6_Final_Evaluation_Report.pdf
https://www.tuwien.at/fileadmin/Assets/dienstleister/abteilung_genderkompetenz/gender_in_der_Forschung/GEECCO_Results/Public_deliverables/GEECCO_D10.6_Final_Evaluation_Report.pdf
https://www.tuwien.at/fileadmin/Assets/dienstleister/abteilung_genderkompetenz/gender_in_der_Forschung/GEECCO_Results/Public_deliverables/GEECCO_D10.6_Final_Evaluation_Report.pdf
https://www.tuwien.at/fileadmin/Assets/dienstleister/abteilung_genderkompetenz/gender_in_der_Forschung/GEECCO_Results/Public_deliverables/GEECCO_D10.6_Final_Evaluation_Report.pdf
https://genderaction.eu/
https://genderaction.eu/
https://genderaction.eu/wp-content/uploads/2022/03/741466_D2_2_Project-Impact-Assessment-Report.pdf
https://genderaction.eu/wp-content/uploads/2022/03/741466_D2_2_Project-Impact-Assessment-Report.pdf
https://genderaction.eu/wp-content/uploads/2022/03/741466_D2_2_Project-Impact-Assessment-Report.pdf
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7 GENDER-
NET Plus 

National/regional plans and initiatives 
promoting gender equality and structural 
change (D 6.1) 

https://gender-net-plus.eu/ https://gender-net-plus.eu/wp-
content/uploads/2021/04/GENDER-
NET_Plus_Deliverable_6.1-final.pdf 

8 GENDER-
NET Plus 

Report on Gender Equality in Research 
Funding (D 6.3) 

https://gender-net-plus.eu https://gender-net-plus.eu/wp-
content/uploads/2021/04/GNP-Deliverable-D6.3-
Gender-Equality-in-Research-Funding-plus-Country-
reports-final.pdf 

9 GENDER-
NET Plus 

Report on existing national and regional 
initiatives on the integration of the 
gender dimension into research content 
(D 6.2) 

https://gender-net-plus.eu https://gender-net-plus.eu/wp-
content/uploads/2023/06/D6.2.-Comparative-
analysis_report_MICINN_def.pdf 

10 GENDERTIM
E 

Monitoring Handbook https://gendertime.org/ https://gendertime.org/sites/default/files/GT_monitorin
g_handbook.pdf 

11 GENDERTIM
E  

‘GEP implementation’ https://gendertime.org/ https://gendertime.org/GEP_implementation 

12 SUPERA Resistances to Structural Change in 
Gender Equality 

https://www.superaproject.eu/ https://www.superaproject.eu/resources-for-research-
funding-organisations 

13 SUPERA Tailor-made guides for gender-sensitive 
communication in research and 
academia 

https://www.superaproject.eu/ https://www.superaproject.eu/wp-
content/uploads/2021/07/D8.2-TAILOR-MADE-
guides-for-gender-sensitive-communication-in-
research-and-academia-v.1.1-.pdf 

14 SUPERA ‘What comes next? Sustainability of 
structural change for gender equality 
after SUPERA 

https://www.superaproject.eu/ https://www.superaproject.eu/what-comes-next-
sustainability-of-structural-change-for-gender-
equality-after-supera/ 

15 TRIGGER Deliverable D6.6 Internal Evaluation 
Report No. 3 

http://triggerproject.eu/ http://triggerproject.eu/wp-
content/uploads/2018/05/D6_6_TRIGGER-
Evaluation-Report-3rd-period.pdf 

https://gender-net-plus.eu/
https://gender-net-plus.eu/
https://gender-net-plus.eu/
https://gendertime.org/
https://gendertime.org/sites/default/files/GT_monitoring_handbook.pdf
https://gendertime.org/sites/default/files/GT_monitoring_handbook.pdf
https://gendertime.org/
https://gendertime.org/GEP_implementation
https://www.superaproject.eu/
https://www.superaproject.eu/resources-for-research-funding-organisations
https://www.superaproject.eu/resources-for-research-funding-organisations
https://www.superaproject.eu/
https://www.superaproject.eu/wp-content/uploads/2021/07/D8.2-TAILOR-MADE-guides-for-gender-sensitive-communication-in-research-and-academia-v.1.1-.pdf
https://www.superaproject.eu/wp-content/uploads/2021/07/D8.2-TAILOR-MADE-guides-for-gender-sensitive-communication-in-research-and-academia-v.1.1-.pdf
https://www.superaproject.eu/wp-content/uploads/2021/07/D8.2-TAILOR-MADE-guides-for-gender-sensitive-communication-in-research-and-academia-v.1.1-.pdf
https://www.superaproject.eu/wp-content/uploads/2021/07/D8.2-TAILOR-MADE-guides-for-gender-sensitive-communication-in-research-and-academia-v.1.1-.pdf
https://www.superaproject.eu/
https://www.superaproject.eu/what-comes-next-sustainability-of-structural-change-for-gender-equality-after-supera/
https://www.superaproject.eu/what-comes-next-sustainability-of-structural-change-for-gender-equality-after-supera/
https://www.superaproject.eu/what-comes-next-sustainability-of-structural-change-for-gender-equality-after-supera/
http://triggerproject.eu/
http://triggerproject.eu/wp-content/uploads/2018/05/D6_6_TRIGGER-Evaluation-Report-3rd-period.pdf
http://triggerproject.eu/wp-content/uploads/2018/05/D6_6_TRIGGER-Evaluation-Report-3rd-period.pdf
http://triggerproject.eu/wp-content/uploads/2018/05/D6_6_TRIGGER-Evaluation-Report-3rd-period.pdf
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11.1.9.3. Annex 3: Institutions of the main stakeholders consulted as part of this case study 

Table 21. Institutions of the stakeholder interviewed 

No Country Institution 

1 Romania Executive Agency for Higher Education, Research, Development and Innovation Funding 

2 Netherlands Institute for Management Research, Radboud University 

3 Austria Institute for Advanced Studies Vienna 

4 Ireland Trinity Centre for Gender Equality and Leadership, Trinity College Dublin 

5 France CNRS 

6 Greece ViLabs 

7 Italy ASDO 

8 Spain International Science Unit of the Spanish Foundation for Science and Technology 

9 Czechia Centre for Gender and Science, Institute of Sociology of the Czech Academy of Sciences 

10 Spain University of Deusto 

11 Italy Smart Venice 

12 Austria Donau University 

13 Spain Barcelona Institute for Research in Biomedicine 

14 Greece ViLabs 

15 France Egalité des Chances dans les Etudes et la Profession d’ingénieur en Europe 
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11.2. Case study 2: Gender equality plans in research and innovation in 
selected eastern European countries 

11.2.1. Introduction 

This case study explores GEPs in R&I in eastern Europe. Three countries and three 
institutions (one RFO and two universities) have been selected as the focuses of this case 
study: (1) Czechia and the TA CR, (2) Lithuania and Vilnius University and (3) Poland and 
the University of Warsaw. Brief country and institution descriptions as they relate to the scope 
of the study are given in Box 6. 

The case study investigates GEPs and GEP-associated policies within each country and 
institution covered, discussing (1) recent policy developments regarding GEPs; (2) key 
factors that allow for the effective implementation of GEPs; (3) existing monitoring and 
evaluation frameworks; (4) evidence on impacts on gender equality and on R&I quality, 
efficiency and productivity within the institutions; (5) useful indicators that can measure the 
state of play; and (6) barriers to and challenges for advancing GEPs in these countries and 
institutions. 

Box 6. Country and institution profiles 

Czechia has generally quite a low representation of women in research, including in 
leadership and doctorate positions (913). While there is no national legislation imposing 
gender equality requirements on R&I, RPOs have implemented GEPs owing to 
participation in Horizon 2020 SwafS work programme calls (914) and, more recently, in 
response to the Horizon Europe GEP eligibility criterion. Moreover, there are both recent 
and past policies that focus on increasing gender equality in this sector (915). The TA 
CR (916) is an RFO that has recently introduced a GEP (for 2022–2025) (917) (publication 
in English pending). The TA CR has had gender equality policies since 2015; these were 
funded through the Horizon project GEECCO), (918) (which ended in 2021). Since the end 
of GEECCO, there has been a dedicated gender expert at the TA CR, and associated 
activities are now funded through GENDERACTIONplus (919). 

 

(913) European Commission, DG Research and Innovation (2021), She Figures 2021 – Gender in research and 
innovation: Statistics and indicators, Publications Office of the European Union, Luxembourg 
(https://op.europa.eu/en/publication-detail/-/publication/67d5a207-4da1-11ec-91ac-01aa75ed71a1). 

(914) ERAC SWG GRI (2021), Gender Equality Plans as a Catalyst for Change, Brussels 
(https://data.consilium.europa.eu/doc/document/ST-1202-2021-INIT/en/pdf). 

(915) Most recently, Office of the Government of the Czech Republic (2021), Gender Equality Strategy for 2021–
2030, Prague (https://www.vlada.cz/assets/ppov/gcfge/Gender-Equality-Strategy-2021-2030.pdf). See also 
EIGE (n.d.), ‘Gender Equality in Academia and Research – GEAR tool: Czechia’ 
(https://eige.europa.eu/gender-mainstreaming/toolkits/gear/legislative-policy-backgrounds/czechia). 

(916) TA CR (n.d.), ‘Technology Agency of the Czech Republic’ (https://www.tacr.cz/en/technology-agency-of-the-
czech-republic/). 

(917) TA CR (2022), Plán genderové rovnosti 2022–2025, Prague (https://www.tacr.cz/wp-
content/uploads/documents/2022/09/08/1662643903_GEP_FINAL.pdf). 

(918) European Commission (n.d.), ‘Gender equality in engineering through communication and commitment’ 
(https://cordis.europa.eu/project/id/741128). 

(919) Genderaction (2022), ‘We are back as Genderactionplus!’ (https://genderaction.eu/we-are-back-as-
genderactionplus/). 

https://op.europa.eu/en/publication-detail/-/publication/67d5a207-4da1-11ec-91ac-01aa75ed71a1
https://data.consilium.europa.eu/doc/document/ST-1202-2021-INIT/en/pdf
https://www.vlada.cz/assets/ppov/gcfge/Gender-Equality-Strategy-2021-2030.pdf
https://eige.europa.eu/gender-mainstreaming/toolkits/gear/legislative-policy-backgrounds/czechia
https://www.tacr.cz/en/technology-agency-of-the-czech-republic/
https://www.tacr.cz/en/technology-agency-of-the-czech-republic/
https://www.tacr.cz/wp-content/uploads/documents/2022/09/08/1662643903_GEP_FINAL.pdf
https://www.tacr.cz/wp-content/uploads/documents/2022/09/08/1662643903_GEP_FINAL.pdf
https://cordis.europa.eu/project/id/741128
https://genderaction.eu/we-are-back-as-genderactionplus/
https://genderaction.eu/we-are-back-as-genderactionplus/
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In Lithuania, women scientists and engineers are in the majority (55 % in 2019) (920) and 
women represent a relatively high proportion of heads of institutions (39 %) (921). The 
Labour Code stipulates that all institutions must implement some form of gender equality 
principles. Vilnius University (922) has a GEP (2021–2025) and an equal opportunities 
strategy in place and has received funding through the Horizon 2020 SPEAR project to 
implement its GEP. 

While Poland has an average proportion of women in science and engineering, this share 
falls when looking at senior academic positions, such as professorships in STEM (923). 
There are few policies at the national level that promote gender equality in R&I and there 
is no national requirement to enforce gender equality measures in institutions. The 
University of Warsaw (924) implemented its first GEP (2020–2023), which was also the first 
GEP for a university in Poland, in 2020 and implemented an anti-discrimination framework 
in 2019. The university has maintained the HR Excellence in Research Award from the 
European Commission since 2016, which requires the institution to continuously develop 
its equality policies (925). 

11.2.2. Recent legal and policy developments regarding gender equality plans 
in research and innovation organisations in the Member States selected 
and at the institutional level 

There are limited GEP requirements included in national laws and policy frameworks or 
institutional-level policies in Czechia, Lithuania and Poland (926). However, there are various 
gender-equality-related policies and measures at the national and institutional levels in each 
country, which will be discussed further in subsequent sections. There are also EU-related 
opportunities that have an impact on or relate to policy or programme developments 
regarding GEPs in these countries. For example, more recently, building on the Horizon 2020 
GENDERACTION project (2017–2021), the Horizon 2020 GENDERACTIONplus (927) project 
was launched in June 2022. It supports gender equality coordination and currently funds the 
gender equality activities at the TA CR. The Horizon 2020 SPEAR (928) programme supports 
the implementation of GEPs and has been integral to Vilnius University’s GEP development 
and implementation. As the Horizon Europe GEP eligibility requirement was introduced in 
2022, it should be noted that, in the countries and institutions covered in this case study (and 

 

(920) Eurostat (2021), ‘Women in science and engineering’ (https://ec.europa.eu/eurostat/web/products-eurostat-
news/-/edn-20210210-1). 

(921) European Commission, DG Research and Innovation (2021), She Figures 2021 – Gender in research and 
innovation: Statistics and indicators, Publications Office of the European Union, Luxembourg 
(https://op.europa.eu/en/publication-detail/-/publication/67d5a207-4da1-11ec-91ac-01aa75ed71a1). 

(922) Vilnius University (n.d.), ‘Equal opportunities’ (https://www.vu.lt/en/about-vu/equal-opportunities). 
(923) Notes from Poland (2020), ‘Warsaw University becomes first in Poland to adopt gender equality plan’ 

(https://www.google.com/url?q=https://notesfrompoland.com/2020/09/04/warsaw-university-becomes-first-in-
poland-to-adopt-gender-equality-
plan/&sa=D&source=docs&ust=1663320153656964&usg=AOvVaw0mHoDfs3ouc2QS4mG-Q69H). 

(924) University of Warsaw (2021), ‘Gender equality plan for UW’ (https://en.uw.edu.pl/gender-equality-plan-for-uw/). 
(925) Ibid. 
(926) ERAC SWG GRI (2021), Gender Equality Plans as a Catalyst for Change, Brussels 

(https://data.consilium.europa.eu/doc/document/ST-1202-2021-INIT/en/pdf). 
(927) Centre for Gender and Science (n.d.), ‘GENDERACTIONplus: A new Horizon Europe project to advance 

gender equality in the European Research Area’ (https://genderaveda.cz/en/genderactionplus-a-new-horizon-
europe-project-to-advance-gender-equality-in-the-european-research-area/). 

(928) SPEAR (n.d.), ‘Design a sustainable and effective gender equality plan for your institution’ (https://gender-
spear.eu/). 

https://ec.europa.eu/eurostat/web/products-eurostat-news/-/edn-20210210-1
https://ec.europa.eu/eurostat/web/products-eurostat-news/-/edn-20210210-1
https://op.europa.eu/en/publication-detail/-/publication/67d5a207-4da1-11ec-91ac-01aa75ed71a1
https://www.vu.lt/en/about-vu/equal-opportunities
https://www.google.com/url?q=https://notesfrompoland.com/2020/09/04/warsaw-university-becomes-first-in-poland-to-adopt-gender-equality-plan/&sa=D&source=docs&ust=1663320153656964&usg=AOvVaw0mHoDfs3ouc2QS4mG-Q69H
https://www.google.com/url?q=https://notesfrompoland.com/2020/09/04/warsaw-university-becomes-first-in-poland-to-adopt-gender-equality-plan/&sa=D&source=docs&ust=1663320153656964&usg=AOvVaw0mHoDfs3ouc2QS4mG-Q69H
https://www.google.com/url?q=https://notesfrompoland.com/2020/09/04/warsaw-university-becomes-first-in-poland-to-adopt-gender-equality-plan/&sa=D&source=docs&ust=1663320153656964&usg=AOvVaw0mHoDfs3ouc2QS4mG-Q69H
https://en.uw.edu.pl/gender-equality-plan-for-uw/
https://data.consilium.europa.eu/doc/document/ST-1202-2021-INIT/en/pdf
https://genderaveda.cz/en/genderactionplus-a-new-horizon-europe-project-to-advance-gender-equality-in-the-european-research-area/
https://genderaveda.cz/en/genderactionplus-a-new-horizon-europe-project-to-advance-gender-equality-in-the-european-research-area/
https://gender-spear.eu/
https://gender-spear.eu/
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in other Member States), the structural change projects referenced were funded by Horizon 
2020 and FP7. 

11.2.2.1. Czechia 

Czechia has not adopted specific legislation dedicated to promoting gender equality in R&I, 
and GEP requirements have not been implemented in national legislation or policy (929). 
However, there are several national policies and strategies that promote gender equality in 
R&I and there are examples of institutions that have introduced GEPs or GEP-associated 
policies through their participation in Horizon 2020 SwafS work programme calls (930). Some 
key legislation and policies at the national level are outlined here. 

Gender equality is covered in the Charter of Fundamental Rights and Basic Freedoms 
(part of the 1993 constitution) (931) and is also referenced in the Labour Code (932). The Anti-
discrimination Act (933) is also key legislation addressing discrimination based on gender. 

Stemming from the ERA roadmap that was adopted in 2015 (934), an ERA NAP (2017–2020) 
was developed through collaborations with the Government Council for Gender Equality. 
The NAP includes goals that address gender equality, such as the balanced representation 
of women and men in decision-making positions, the dignity and integrity of women, and 
institutional support for gender equality (935). Czechia’s NAP is seen to lack problem analysis 
but nevertheless has formulated priorities (936). 

The Gender Equality Strategy for 2021–2030 (937) seeks to decrease horizontal and vertical 
gender segregation, integrate the gender dimension into teaching and research, and apply a 
gender perspective in the management of education and research institutions. 

The National research, development and innovation policy of the Czech Republic 
2021+ (938) has several objectives that aim to reduce gender imbalance in R&I. These 
objectives target management, funding and career structure within the R&I system, and also 
the quality of R&I outputs. 

 

(929) ERAC SWG GRI (2021), Gender Equality Plans as a Catalyst for Change, Brussels 
(https://data.consilium.europa.eu/doc/document/ST-1202-2021-INIT/en/pdf). 

(930) Ibid. 
(931) Listina základních práv a svobod, 1993 (https://www.psp.cz/docs/laws/listina.html). 
(932) Ministry of Labour and Social Affairs (n.d.), ‘Zákony’ (https://www.mpsv.cz/web/cz/zakony-1). 
(933) Act of 23 April 2008 on equal treatment and on the legal means of protection against discrimination and on the 

amendment of some laws (Anti-discrimination Act), 23 April 2008 (http://www.mvcr.cz/soubor/sb058-09-pdf). 
(934) ERAC (2015), ERAC opinion on the European Research Area roadmap 2015–2020, Brussels, 20 April 

(https://data.consilium.europa.eu/doc/document/ST-1208-2015-INIT/en/pdf). 
(935) Women’s International League of Peace and Freedom (n.d.), ‘Czech Republic’ 

(http://1325naps.peacewomen.org/index.php/czech-republic/). 
(936) Wroblewski, A. (2020), Report on Monitoring of ERA Priority 4 Implementation, Institute of Sociology of the 

Czech Academy of Sciences, Prague (https://genderaction.eu/wp-
content/uploads/2020/06/D3.2._MonitoringERApriority4implementation.pdf). 

(937) Office of the Government of the Czech Republic (2021), Gender Equality Strategy for 2021–2030, Prague 
(https://www.vlada.cz/assets/ppov/gcfge/Gender-Equality-Strategy-2021-2030.pdf). 

(938) Ministry of Education, Youth and Sports, Council for Research Development and Innovation (2020), National 
research, development and innovation policy of the Czech Republic 2021+, Prague 
(https://www.vyzkum.cz/FrontClanek.aspx?idsekce=932081&ad=1&attid=932087). 

https://data.consilium.europa.eu/doc/document/ST-1202-2021-INIT/en/pdf
https://www.psp.cz/docs/laws/listina.html
https://www.mpsv.cz/web/cz/zakony-1
http://www.mvcr.cz/soubor/sb058-09-pdf
https://data.consilium.europa.eu/doc/document/ST-1208-2015-INIT/en/pdf
http://1325naps.peacewomen.org/index.php/czech-republic/
https://genderaction.eu/wp-content/uploads/2020/06/D3.2._MonitoringERApriority4implementation.pdf
https://genderaction.eu/wp-content/uploads/2020/06/D3.2._MonitoringERApriority4implementation.pdf
https://www.vlada.cz/assets/ppov/gcfge/Gender-Equality-Strategy-2021-2030.pdf
https://www.vyzkum.cz/FrontClanek.aspx?idsekce=932081&ad=1&attid=932087
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More generally, the education policy strategy until 2030 (939) and the Plan for Supporting 
Gender Equality 2021–2024 (940) seek to reduce inequalities in access to high-quality 
education and increase equality between men and women in the workplace. 

Czechia has made significant advancements in the past 4 years in the implementation of 
gender equality policies in RPOs, although there has been less activity from RFOs in this 
area (941). The 2021 ERAC SWG GRI survey (942) found that Czechia had introduced 
incentives to encourage RPOs to develop GEPs or gender mainstreaming strategies since 
the 2015 Council conclusions recommended that they do so, and that there are support 
mechanisms (e.g. gender equality research centres) exist that promote institutional changes 
without the explicit use of the GEP as an instrument. Moreover, European GEP requirements 
have accelerated the implementation of GEP or GEP-associated policies. Some examples of 
institutional policy developments are given here. 

EU-funded structural change projects, such as TRIGGER (943) at the VSCHT and LIBRA (944) 
at the Central European Institute of Technology at Masaryk University, have been 
implemented. 

Many institutes of the Czech Academy of Sciences have developed detailed GEPs in order 
to meet the Horizon Europe eligibility requirements (945). Similarly, the Czech Technical 
University in Prague has developed a GEP that meets the mandatory requirements for 
Horizon funding (946). 

The Centre for Gender and Science funded by the Czech Ministry of Education, Youth and 
Sports since 2001, provides support to RPOs and RFOs in implementing gender equality 
measures or plans(947) (including a manual on implementing structural changes, first 
published in 2013, and e-learning modules on various aspects related to the GEPs (948)) and 
provides strategic policy advice to ministries, other bodies of the state administration and 
RFOs. For example, in 2020 the centre proposed a methodology for the implementation of 
gender equality by RFOs to the government’s Research, Development and Innovation 
Council, which was approved (949). In addition, it provides capacity building and awareness 
raising on the gender dimension in research through a campaign entitled ‘One size doesn’t 

 

(939) Ministry of Education, Youth and Sports (2020), Strategy for the education policy of the Czech Republic up to 
2030+, Prague (https://www.msmt.cz/vzdelavani/skolstvi-v-cr/strategie-2030?lang=1). 

(940) Ministry of Education, Youth and Sports (2021), PLAN TO PROMOTE EQUALITY FOR WOMEN AND MEN of 
the Ministry of Education, Youth and Sports for the years 2021-2024 
(https://www.msmt.cz/uploads/III_Material_VPR_Plan_rovnosti_FINAL_2021.pdf). 

(941) Interview with an RFO, conducted in 2022. 
(942) ERAC SWG GRI (2021), Gender Equality Plans as a Catalyst for Change, Brussels 

(https://data.consilium.europa.eu/doc/document/ST-1202-2021-INIT/en/pdf). 
(943) TRIGGER (n.d.), ‘triggerproject.eu’ (https://www.triggerproject.eu/). 
(944) LIBRA (n.d.), ‘Unifying innovative efforts of European research centres to achieve gender equality in academia’ 

(https://www.eu-libra.eu/). 
(945) For example, see Institute of Macromolecular Chemistry (2024), Gender Equality Plan – January 2024–

December 2025, Prague (https://www.imc.cas.cz/en/media/dokumenty_listiny/gender-equality-plan-of-the-
imc.pdf). 

(946) Czech Technical University in Prague (2021), Gender Equality Plan 2021–2024, Prague 
(https://www.cvut.cz/en/gender-equality-plan). 

(947) Centre for Gender and Science (n.d.), ‘8th National Conference on Gender and Science “Social Safety: From 
Call to Action”’ (https://genderaveda.cz/en/8th-national-conference-on-gender-science/). 

(948) See the Centre for Gender and Science’s web page on the training module (https://genderaveda.cz/plany-
genderove-rovnosti/skolici-modul/). 

(949) ERAC SWG GRI (2021), Gender Equality Plans as a Catalyst for Change, Brussels 
(https://data.consilium.europa.eu/doc/document/ST-1202-2021-INIT/en/pdf). 

https://www.msmt.cz/vzdelavani/skolstvi-v-cr/strategie-2030?lang=1
https://www.msmt.cz/uploads/III_Material_VPR_Plan_rovnosti_FINAL_2021.pdf
https://data.consilium.europa.eu/doc/document/ST-1202-2021-INIT/en/pdf
https://www.triggerproject.eu/
https://www.eu-libra.eu/
https://www.imc.cas.cz/en/media/dokumenty_listiny/gender-equality-plan-of-the-imc.pdf
https://www.imc.cas.cz/en/media/dokumenty_listiny/gender-equality-plan-of-the-imc.pdf
https://www.cvut.cz/en/gender-equality-plan
https://genderaveda.cz/en/8th-national-conference-on-gender-science/
https://genderaveda.cz/plany-genderove-rovnosti/skolici-modul/
https://genderaveda.cz/plany-genderove-rovnosti/skolici-modul/
https://data.consilium.europa.eu/doc/document/ST-1202-2021-INIT/en/pdf
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fit all’ (950). In 2022, under the Czech Presidency of the Council of the European Union, the 
centre organised a conference entitled Ending Gender-based Violence in Academia. The 
conference resulted in the call to action Working towards safe and respectful higher education 
and research for all, which was endorsed by the Minister for Education, Youth and 
Sports (951). Moreover, the centre provides a CoP entitled Community for Change, which has 
over 450 members, and works with all relevant policymaking bodies in the country and with 
RFOs. 

Since 2023, the government-supported RFO the Czech Science Foundation has required 
GEPs as part of grant applications (952). 

In 2015, the TA CR was the first public body in Czechia to adopt a gender equality policy. 
The TA CR incorporates equality criteria into its funding programmes, focusing on gender 
balance in research teams and the active improvement of the gender equality of 
environments (953). Its GEP (in Czech) (954) was published in September 2022 (publication in 
English pending) (955). From 2015 to 2021, the TA CR was involved in the GEECCO project, 
which funded the development and implementation of its GEPs. Since then, there has been 
a dedicated gender expert at the TA CR, and associated activities are now funded through 
GENDERACTIONplus (956). 

11.2.2.2. Lithuania 

Policy developments that promote gender equality in general, and specifically within higher 
education, have taken place in Lithuania. While there are no specific policies that address 
R&I, there are examples of institutions that have introduced GEPs or GEP-associated policies 
as a result of national policy requirements. Some key national-level legislation, policies and 
resources are listed here. 

The Constitution of the Republic of Lithuania (957) enshrines equality for women and men. 
The Law on Equal Treatment (958) requires educational and research institutes to follow 
equal opportunity principles. 

Article 26 of the Labour Code (2017) states that all employers must implement ‘principles 
of gender equality, equal selection criteria, and equal working conditions, same remuneration 

 

(950) Centre for Gender and Science (n.d.), ‘One size doesn’t fit all’ (https://genderaveda.cz/en/one-size-doesnt-fit-
all/). 

(951) For more information, see (http://gbv2022.soc.cas.cz). 
(952) Šprinclová, Z. (2022), ‘Gender equality as a condition for awarding grants could herald change, researchers 

say’, Czech Academy of Sciences (https://www.avcr.cz/en/news-archive/Gender-equality-as-a-condition-for-
awarding-grants-could-herald-change-researchers-say/). 

(953) TA CR (n.d.), ‘Gender equality in research and innovation’ (https://www.tacr.cz/en/gender-equality-in-research-
and-innovation/). 

(954) TA CR (2022), Plán genderové rovnosti 2022–2025, Prague (https://www.tacr.cz/wp-
content/uploads/documents/2022/09/08/1662643903_GEP_FINAL.pdf). 

(955) Interview with an RFO, conducted in 2022. 
(956) Genderaction (2022), ‘We are back as Genderactionplus!’ (https://genderaction.eu/we-are-back-as-

genderactionplus/). 
(957) Lietuvos Respublikos Konstitucija, 2 November 1992 (https://www.lrs.lt/home/Konstitucija/Konstitucija.htm). 
(958) Lietuvos Respublikos lygių galimybių įstatymas, 1 January 2005 (https://e-

seimas.lrs.lt/portal/legalAct/lt/TAD/TAIS.222522). 

https://genderaveda.cz/en/one-size-doesnt-fit-all/
https://genderaveda.cz/en/one-size-doesnt-fit-all/
http://gbv2022.soc.cas.cz/
https://www.avcr.cz/en/news-archive/Gender-equality-as-a-condition-for-awarding-grants-could-herald-change-researchers-say/
https://www.avcr.cz/en/news-archive/Gender-equality-as-a-condition-for-awarding-grants-could-herald-change-researchers-say/
https://www.tacr.cz/en/gender-equality-in-research-and-innovation/
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https://www.tacr.cz/wp-content/uploads/documents/2022/09/08/1662643903_GEP_FINAL.pdf
https://www.tacr.cz/wp-content/uploads/documents/2022/09/08/1662643903_GEP_FINAL.pdf
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https://www.lrs.lt/home/Konstitucija/Konstitucija.htm
https://e-seimas.lrs.lt/portal/legalAct/lt/TAD/TAIS.222522
https://e-seimas.lrs.lt/portal/legalAct/lt/TAD/TAIS.222522
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for the same work’ (959). The code includes recommendations on equal opportunities in higher 
education. 

The Law on Equal Opportunities for Women and Men (960) protects against discrimination 
on the grounds of sex and sets out preconditions for gender mainstreaming. The law also 
specifically references the duties of education institutions and HER institutions in 
implementing equal rights for women and men. 

The Office of the Equal Opportunities Ombudsperson (961) in Lithuania provides practical 
support for and guidance on the implementation of GEPs. 

Lithuania’s second ERA NAP (2020–2024) encompasses overarching goals, including the 
promotion of gender equality (962). Lithuania’s ERA NAP is seen to lack problem analysis but 
nevertheless has formulated priorities (963). 

Due to the Labour Code requirement to implement gender equality principles, all institutions 
across Lithuania must have some form of policy or plan in place. Some examples are given 
here. 

• Vilnius University’s GEP (964) was developed within the EU-funded SPEAR (965) project 
and it is included as a point of activity in the ‘Implementation plan for the period of 
2020–2022’ (966) – part of the wider Vilnius University diversity and equal 
opportunities strategy 2020–2025 (967). The GEP fulfils the commitment to SPEAR and 
was primarily developed by the SPEAR project team following an analysis of gender 
equality at the university in 2019 (968). A working group, made up of faculty 
representatives, developed pilot GEPs for each department and as of 2021 five GEPs 
had been approved. 

 

(959) Republic of Lithuania Law on the Approval, Entry into Force and Implementation of the Labour Code, 
14 September 2016 (https://e-seimas.lrs.lt/portal/legalAct/lt/TAD/da9eea30a61211e8aa33fe8f0fea665f?jfwid=-
). 

(960) Republic of Lithuania Law on Equal Opportunities for Women and Men, 1 December 1998 (https://e-
seimas.lrs.lt/portal/legalAct/lt/TAD/3486ee123cfa11eabd71c05e81f09716?jfwid=-qv8w2l6w7). 

(961) Office of the Equal Opportunities Ombudsperson (n.d.), ‘Equality for everyone’ (https://www.lygybe.lt/en/). 
(962) Women’s International League of Peace and Freedom (n.d.), ‘Lithuania’ 

(http://1325naps.peacewomen.org/index.php/lithuania/). 
(963) Wroblewski, A. (2020), Report on Monitoring of ERA Priority 4 Implementation, Institute of Sociology of the 

Czech Academy of Sciences, Prague (https://genderaction.eu/wp-
content/uploads/2020/06/D3.2._MonitoringERApriority4implementation.pdf). 

(964) Vilnius University (2021), Vilnius University Gender Equality Plan 2021–2025, Vilnius 
(https://www.vu.lt/site_files/Apie_VU/VU_Gender_Equality_Plan_2021-2025.pdf). 

(965) SPEAR (n.d.), ‘Design a sustainable and effective gender equality plan for your institution’ (https://gender-
spear.eu/). 

(966) Vilnius University (2020), Vilnius University diversity and equal opportunities strategy 2020–2025: 
Implementation plan for the period 2020–2022, Vilnius 
(https://www.vu.lt/site_files/Apie_VU/Vilnius_University_Diversity_and_Equal_Opportunities_Strategy_2020-
2025_Implementation_Plan_for_the_Period_of_2020-2022_v2.pdf#view=fitH). 

(967) Vilnius University (2020), Vilnius University diversity and equal opportunities strategy 2020–2025, Vilnius 
(https://www.vu.lt/site_files/Apie_VU/VU_%C4%AFvairov%C4%97s_ir_lygi%C5%B3_galimybi%C5%B3_2020-
2025_met%C5%B3_strategija_EN_v3.pdf#view=fitH). 

(968) Vilnius University (2019), Analysis of diversity and equal opportunities in Vilnius University in 2018–2019, 
Vilnius 
(https://www.vu.lt/site_files/Apie_VU/Analysis_of_Diversity_and_Equal_Opportunities_in_Vilnius_University_in
_2018-2019_en.pdf#view=fitH). 

https://e-seimas.lrs.lt/portal/legalAct/lt/TAD/da9eea30a61211e8aa33fe8f0fea665f?jfwid=-
https://e-seimas.lrs.lt/portal/legalAct/lt/TAD/da9eea30a61211e8aa33fe8f0fea665f?jfwid=-
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• Vytautas Magnus University in Kaunas has a GEP (969) (2021–2025), which was 
developed through the SPEAR project and designed according to GEAR tool guidance 
for the preparation of GEPs. 

• The Marine Research Institute implemented a GEP in 2018, as part of the Horizon 
2020 project Baltic Gender (970). 

• Kaunus University of Technology (971) implemented an equal opportunity policy in 
2018. 

• Vilnius University Šiauliai Academy was the first university in Lithuania to adopt a 
GEP, through its involvement with the FP7 INTEGER project (972). 

11.2.2.3. Poland 

Legal frameworks of gender equality relating to higher education and R&I are sparse, and no 
GEP requirement has been implemented in national legislation and policy (973). However, 
there are some national policies and strategies that aim to promote gender equality in R&I 
and further examples of institutions that have introduced GEPs or GEP-associated policies. 
Examples of national legislation and policies are given here. 

• Gender equality is embedded within the Polish constitution (974), the Labour Code (975) 
and the Act on the Promotion of Employment and Labour Market Institutions (976). 

• The Act on Equality (977) prohibits unequal treatment on the basis of gender within 
professional and continuing education, professional development, training and practice, 
but it does not explicitly prohibit discrimination due to gender within R&I. 

• The Government Plenipotentiary for Equal Treatment (978) is responsible for the 
coordination of interministerial actions related to equal treatment, discrimination and the 
implementation of principles of equal treatment (including on the grounds of sex, race, 
ethnicity and religion) (979). 

 

(969) Vytautas Magnus University (2022), VMU Gender Equality Plan – 2021–2025, Kaunas (https://gender-
spear.eu/assets/content/publications/VMU%20Gender%20Equality%20Plan%202021-2025.pdf). 

(970) Baltic Gender (n.d.), ‘Klaipèda University, Lithuania (KU)’ (https://www.baltic-gender.eu/participant-5). 
(971) Kaunus University of Technology (n.d.), ‘Equality and diversity’ (https://en.ktu.edu/university/sustainability/). 
(972) European Commission (n.d.), ‘Institutional transformation for effecting gender equality in research’ 

(https://cordis.europa.eu/project/id/266638/reporting). 
(973) ERAC SWG GRI (2021), Gender Equality Plans as a Catalyst for Change, Brussels 

(https://data.consilium.europa.eu/doc/document/ST-1202-2021-INIT/en/pdf). 
(974) Constitution of the Republic of Poland, 2 April 1997 (https://www.sejm.gov.pl/prawo/konst/angielski/kon1.htm). 
(975) Labour Code, 16 June 1974 (https://natlex.ilo.org/dyn/natlex2/r/natlex/fe/details?p3_isn=45181). 
(976) Act on the promotion of employment and labour market institutions, 20 April 2004 (https://migrant-

integration.ec.europa.eu/library-document/act-promotion-employment-and-labour-market-institutions-2004_en). 
(977) EIGE (n.d.), ‘Gender Equality in Academia and Research – GEAR tool: Poland’ 

(https://eige.europa.eu/lt/gender-mainstreaming/toolkits/gear/legislative-policy-backgrounds/poland?lang=fr). 
(978) Gov.pl (n.d.), ‘Government Plenipotentiary for Equal Treatment’ (https://www.gov.pl/web/rownetraktowanie). 
(979) Office of the United Nations High Commissioner for Human Rights, Anti-discrimination Database (n.d.), ‘The 

Government Plenipotentiary for Equal Treatment of Poland – Competences’ 
(https://adsdatabase.ohchr.org/IssueLibrary/GOVERNMENT%20PLENIPOTENTIARY%20FOR%20EQUAL%2
0TREATMENT%20(Poland).docx). 

https://gender-spear.eu/assets/content/publications/VMU%20Gender%20Equality%20Plan%202021-2025.pdf
https://gender-spear.eu/assets/content/publications/VMU%20Gender%20Equality%20Plan%202021-2025.pdf
https://www.baltic-gender.eu/participant-5
https://en.ktu.edu/university/sustainability/
https://cordis.europa.eu/project/id/266638/reporting
https://data.consilium.europa.eu/doc/document/ST-1202-2021-INIT/en/pdf
https://www.sejm.gov.pl/prawo/konst/angielski/kon1.htm
https://natlex.ilo.org/dyn/natlex2/r/natlex/fe/details?p3_isn=45181
https://migrant-integration.ec.europa.eu/library-document/act-promotion-employment-and-labour-market-institutions-2004_en
https://migrant-integration.ec.europa.eu/library-document/act-promotion-employment-and-labour-market-institutions-2004_en
https://eige.europa.eu/lt/gender-mainstreaming/toolkits/gear/legislative-policy-backgrounds/poland?lang=fr
https://www.gov.pl/web/rownetraktowanie
https://adsdatabase.ohchr.org/IssueLibrary/GOVERNMENT%20PLENIPOTENTIARY%20FOR%20EQUAL%20TREATMENT%20(Poland).docx
https://adsdatabase.ohchr.org/IssueLibrary/GOVERNMENT%20PLENIPOTENTIARY%20FOR%20EQUAL%20TREATMENT%20(Poland).docx
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• The ERA NAP seeks to address gender equality and mainstreaming and has defined 
priorities related to this. However, thus far no actions from Poland’s NAP for 2018–2021 
have been implemented at all (980) (981). 

• The National Action Programme for Equal Treatment 2022–2030 defines the goals and 
actions for equal treatment in Poland, which include awareness raising, counteracting 
violations of equal treatment, and cooperation with social partners in the field of equal 
treatment (982). 

• The Ministry of Family and Social Policy runs the programme Babies+, which has, 
through the module ‘Babies in Academia’ (983) (implemented in 2014), provided financial 
support to universities for nurseries, childcare centres and the employment of daycarers 
for young children. 

• The Law on Higher Education and Science (984) (2018) introduced support for parents 
and pregnant women in academia. 

• The National Science Centre (985), which is the main public RFO for basic research in 
Poland, has measures that promote equal representation in expert and review teams, 
and encourages women to apply for funding. In addition, the centre has participated in 
the Horizon 2020 GRANteD project (986), which analyses the occurrence and causes of 
gender bias in research funding (987). 

• The Ministry of Science and Higher Education promotes gender equality in research (988). 

Policy developments at the national level within Poland appear to be fragmented – only 
targeting specific elements of equality, such as childcare – and policies have yet to introduce 
broader measures. At the institutional level, there is more activity regarding implementing 
GEPs in private sector companies and universities than in the public sector (989). 

 

(980) Wroblewski, A. (2020), Report on Monitoring of ERA Priority 4 Implementation, Institute of Sociology of the 
Czech Academy of Sciences, Prague (https://genderaction.eu/wp-
content/uploads/2020/06/D3.2._MonitoringERApriority4implementation.pdf). 

(981) EIGE (n.d.), ‘Gender Equality in Academia and Research – GEAR tool: Poland’’ 
(https://eige.europa.eu/gender-mainstreaming/toolkits/gear/legislative-policy-backgrounds/poland?lang=fr). 

(982) Gov.pl (2022), ‘National Action Programme for Equal Treatment 2022–2030’ 
(https://www.gov.pl/web/rownetraktowanie/krajowy-program-dzialan-na-rzecz-rownego-traktowania-2022-
2030). 

(983) EIGE (n.d.), ‘Gender Equality in Academia and Research – GEAR tool: Poland’ 
(https://eige.europa.eu/lt/gender-mainstreaming/toolkits/gear/legislative-policy-backgrounds/poland?lang=fr). 

(984) Law on Higher Education in Science, 20 July 2018 (https://www.gov.pl/attachment/d6975935-4b24-4be3-96f1-
09c51589958a). 

(985) National Science Centre (2022), ‘NCN’s gender equality plan’ (https://www.ncn.gov.pl/en/aktualnosci/2022-04-
27-plan-rownosci-plci). 

(986) GRANteD (n.d.), ‘Grant allocation disparities from a gender perspective’ (https://www.granted-project.eu/). 
(987) The National Science Centre participated as a case study organisation in the synthesis report on contextual 

factors, gender equality policy analysis and gender bias risk analysis. For details of the findings, see GRANteD 
(2022), D 5.1. synthesis report on contextual factors, gender equality policy analysis and gender bias risk 
analysis (https://www.granted-project.eu/wp-content/uploads/2022/05/GRANteD-Equality-Policy-Gender-Bias-
Risk-Analysis.pdf). 

(988) For example, see Gov.uk (2019), ‘2nd Polish–British Science Forum: Women in STEM’ 
(https://www.gov.uk/government/publications/second-polish-british-science-forum-promotes-women-in-stem). 

(989) ERAC SWG GRI (2021), Gender Equality Plans as a Catalyst for Change, Brussels 
(https://data.consilium.europa.eu/doc/document/ST-1202-2021-INIT/en/pdf). 

https://genderaction.eu/wp-content/uploads/2020/06/D3.2._MonitoringERApriority4implementation.pdf
https://genderaction.eu/wp-content/uploads/2020/06/D3.2._MonitoringERApriority4implementation.pdf
https://eige.europa.eu/gender-mainstreaming/toolkits/gear/legislative-policy-backgrounds/poland?lang=fr
https://www.gov.pl/web/rownetraktowanie/krajowy-program-dzialan-na-rzecz-rownego-traktowania-2022-2030
https://www.gov.pl/web/rownetraktowanie/krajowy-program-dzialan-na-rzecz-rownego-traktowania-2022-2030
https://eige.europa.eu/lt/gender-mainstreaming/toolkits/gear/legislative-policy-backgrounds/poland?lang=fr
https://www.gov.pl/attachment/d6975935-4b24-4be3-96f1-09c51589958a
https://www.gov.pl/attachment/d6975935-4b24-4be3-96f1-09c51589958a
https://www.ncn.gov.pl/en/aktualnosci/2022-04-27-plan-rownosci-plci
https://www.ncn.gov.pl/en/aktualnosci/2022-04-27-plan-rownosci-plci
https://www.granted-project.eu/
https://www.granted-project.eu/wp-content/uploads/2022/05/GRANteD-Equality-Policy-Gender-Bias-Risk-Analysis.pdf
https://www.granted-project.eu/wp-content/uploads/2022/05/GRANteD-Equality-Policy-Gender-Bias-Risk-Analysis.pdf
https://www.gov.uk/government/publications/second-polish-british-science-forum-promotes-women-in-stem
https://data.consilium.europa.eu/doc/document/ST-1202-2021-INIT/en/pdf
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• In 2020, the University of Warsaw became the first university in Poland to adopt a 
GEP (990), although the GEP’s development began in 2017. The GEP covers 2020–2023 
and was due to undergo an internal evaluation in 2022. The University of Warsaw also 
introduced an anti-discrimination procedure in 2019 with the goal of combating 
discrimination, including gender-based discrimination and sexual harassment. The 
university has maintained its HR Excellence in Research Award, granted by the 
European Commission, which requires the institution to continuously develop its equality 
policies. 

• The PK (991) provides advice on creating appropriate gender balances within committee 
selections and encourages transparent recruitment processes. 

• Jagiellonian University, which recently developed a GEP (992), also created the GEinCE– 
CoP (993) – through the Horizon 2020 ACT project (994) – which encouraged collaboration 
between HEIs, NGOs and RFOs in central and eastern Europe to advance gender 
equality in their organisations (995). The GEinCEE CoP also participated in the 
development of the GEAM (996) tool, which collects qualitative and quantitative data and 
monitors gender equality progress across institutions. 

• Anti-discrimination and equal treatment commissions have been established at several 
HEIs and RPOs, including the University of Warsaw, the University of the National 
Education Commission, Krakow, the University of Łódź and the University of Wrocław. 

11.2.3. National monitoring and evaluation frameworks to promote gender 
equality in research and innovation 

Relatively few national-level monitoring and evaluation frameworks were identified 

through desk research. In Lithuania, data regarding pay across all sectors were collected 

and made available on the open data portal of SODRA (997) in 2021 in an effort to reduce the 

gender pay gap. Data regarding the gender pay gap are also available from most universities 

in Lithuania (998). However, there does not appear to be any specific monitoring regarding 

R&I institutions. This was echoed by stakeholders from Lithuania and Poland, who stated 

that there is no apparent monitoring related to gender equality in R&I being conducted at the 

national level. While, in Poland, there is no centralised monitoring system devoted to 

 

(990) Cybulko, A. and Kubisa, J. (2020), The Gender Equality Plan: Plan for the University of Warsaw, Warsaw 
(https://rownowazni.uw.edu.pl/wp-content/uploads/sites/105/2023/08/the-gender-equality-plan_the-university-
of-warsaw.pdf). 

(991) PK, Gender equality plan for Cracow University of Technology (2021–2024), Kraków 
(http://www.kst.pk.edu.pl/images/GEECCO/GEP/GEP_for_PK_English_final.pdf). 

(992) Jagiellonian University (2022), The Gender Equality Plan, Kraków 
(https://international.iro.uj.edu.pl/documents/134723422/151135111/GEP_ang/75783ce0-c637-4230-b6af-
85d9901d7f19). 

(993) Geincee (n.d.), ‘On the way to gender equality – Community of practice for gender equality in central and 
eastern Europe’ (https://geincee.act-on-gender.eu/). 

(994) Communities of practice for accelerating gender equality and institutional change in research and innovation 
across Europe 2018–2021 (ACT). 

(995) For more information on COPs in eastern Europe and Jagiellonian University, see Palmén, R. and Müller, J. 
(eds) (2022), A community of practice approach to improving gender equality in research, Routledge, London. 

(996) ACT (2020)‚ ‘Gender Equality Audit and Monitoring (GEAM) tool’ (https://act-on-gender.eu/nes/gender-
equality-audit-and-monitoring-geam-tool). 

(997) SODRA (n.d.), ‘Search for companies’ (https://atvira.sodra.lt/imones/paieska/index.html). 
(998) EIGE (n.d.), ‘Gender Equality in Academia and Research – GEAR tool: Lithuania’ 

(https://eige.europa.eu/gender-mainstreaming/toolkits/gear/legislative-policy-backgrounds/lithuania). 

https://rownowazni.uw.edu.pl/wp-content/uploads/sites/105/2023/08/the-gender-equality-plan_the-university-of-warsaw.pdf
https://rownowazni.uw.edu.pl/wp-content/uploads/sites/105/2023/08/the-gender-equality-plan_the-university-of-warsaw.pdf
http://www.kst.pk.edu.pl/images/GEECCO/GEP/GEP_for_PK_English_final.pdf
https://international.iro.uj.edu.pl/documents/134723422/151135111/GEP_ang/75783ce0-c637-4230-b6af-85d9901d7f19
https://international.iro.uj.edu.pl/documents/134723422/151135111/GEP_ang/75783ce0-c637-4230-b6af-85d9901d7f19
https://geincee.act-on-gender.eu/
https://act-on-gender.eu/nes/gender-equality-audit-and-monitoring-geam-tool
https://act-on-gender.eu/nes/gender-equality-audit-and-monitoring-geam-tool
https://atvira.sodra.lt/imones/paieska/index.html
https://eige.europa.eu/gender-mainstreaming/toolkits/gear/legislative-policy-backgrounds/lithuania


 

251 
 

monitoring gender equality, the collection of sex-disaggregated data takes place in some 

databases within the science and higher education sector. For example, POL-on (the system 

of information on science and higher education (999)) – which includes efforts from the 

National Information Processing Institute as part of the GENDERACTION project funded by 

Horizon 2020 (1000) – makes it possible to monitor the numbers and proportions of women 

and men in particular institutions and fields of science, and the ELA (1001) allows for the 

calculation of the gender pay gap among alumni of different fields within HEIs. The Czech 

Gender Equality Strategy for 2021–2030 (1002) introduced monitoring measures for research 

institutions. These measures focus primarily on three areas: gender balance in positions at 

different levels; the working environment and gender-equal working conditions; and gender 

dimensions in research (1003). Moreover, the Centre for Gender and Science has been 

publishing annual monitoring reports on women in science since 2008 (1004). Previous 

national policies also included monitoring measures, but these were not implemented well, 

according to one interviewee, and there was little feedback regarding research institutions’ 

adherence to the policies. The new policy framework introduces a more explicit monitoring 

and evaluation process. However, it was noted by a stakeholder that, while the new 

monitoring indicators are thorough, the evaluation process (and resultant feedback) was not 

useful for the progression of GEPs. 

At the institutional level, there is often some form of monitoring and evaluation framework 
in place to fulfil GEP requirements. Diversity data are collected annually at Vilnius 
University, including data on employees and students, using indicators such as pay, age, 
gender, position or level of study, family leave and career. These indicators were chosen 
based on the grounds given in the Law on Equal Treatment and the Labour Code (1005). This 
information is prepared as a report and published on the university’s website with the aim of 
capturing the state of play of diversity and considering how the university could expand and 
ensure the implementation of equal opportunities (1006). According to a stakeholder from the 
University of Warsaw, the annual evaluation of the GEP involves consideration of the GEP 
timeline and any potential delays or changes that should be made. A committee (at the 
highest level of the institution) is responsible for the overall collection and monitoring of data; 
it is unclear what information is collected and how this is evaluated. However, data providing 
a breakdown of gender proportions among staff and students are available on the university 
website (1007). 

The TA CR’s monitoring and evaluation system (developed through GECCOO) has been 
gathering data for several years and focuses on ‘collecting, analyzing and publishing gender 
data related to the success rate of women and men in calls for proposals, the involvement of 

 

(999) RAD-on (Reports, Analyses and Data on Higher Education and Science) (n.d.), ‘Reports’ 
(https://radon.nauka.gov.pl/raporty). 

(1000) See, for example, the data dashboards produced by the project (https://h2020-genderaction-data-
dashboard.opi.org.pl/#/). 

(1001) ELA (n.d.), ‘Polish Graduate Tracking System’ (https://ela.nauka.gov.pl/en). 
(1002) Office of the Government of the Czech Republic (2021), Gender Equality Strategy for 2021–2030, Prague 

(https://www.vlada.cz/assets/ppov/gcfge/Gender-Equality-Strategy-2021-2030.pdf). 
(1003) Interview with an RFO, conducted in 2022. 
(1004) Centre for Gender and Science (n.d.), ‘Publications – Monitoring reports’ 

(https://genderaveda.cz/en/publications/). 
(1005) Vilnius University (2021), Monitoring of diversity and equal opportunities situation in Vilnius University in 2020, 

Vilnius 
(https://www.vu.lt/site_files/Apie_VU/MONITORING_OF_DIVERSITY_AND_EQUAL_OPPORTUNITIES_SITU
ATION_IN_VILNIUS_UNIVERSITY_IN_2020.pdf). 

(1006) Ibid. 
(1007) University of Warsaw (n.d.)‚ ‘UW and gender in numbers’ (https://rownowazni.uw.edu.pl/en/gender-statistics/). 

https://radon.nauka.gov.pl/raporty
https://h2020-genderaction-data-dashboard.opi.org.pl/#/
https://h2020-genderaction-data-dashboard.opi.org.pl/#/
https://ela.nauka.gov.pl/en
https://www.vlada.cz/assets/ppov/gcfge/Gender-Equality-Strategy-2021-2030.pdf
https://genderaveda.cz/en/publications/
https://www.vu.lt/site_files/Apie_VU/MONITORING_OF_DIVERSITY_AND_EQUAL_OPPORTUNITIES_SITUATION_IN_VILNIUS_UNIVERSITY_IN_2020.pdf
https://www.vu.lt/site_files/Apie_VU/MONITORING_OF_DIVERSITY_AND_EQUAL_OPPORTUNITIES_SITUATION_IN_VILNIUS_UNIVERSITY_IN_2020.pdf
https://rownowazni.uw.edu.pl/en/gender-statistics/
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women and men in the implementation of research projects and their participation in 
evaluation bodies of individual support programmes’ (1008). It is hoped that their new 
monitoring and evaluation process will be strengthened and implemented in the new 
GEP (1009). Monitoring includes collecting data regarding gender proportions of researchers 
and evaluators and the allocation of funds and will expand to monitoring the internal 
environment and faculty of the RFO. 

Two stakeholders from different institutions highlighted that the use or relevance of data 
collected through the GEP requirement is not transparent, as the data are often presented to 
higher-level members of the institutions (e.g. a committee or council) and any outputs or 
decision-making based on these data are not visible at the lower levels. In addition, it was 
noted that, as the University of Warsaw’s GEP is only in its second year, there has only been 
one evaluation, which resulted in only small administrative changes. Available reports 
published by these institutions are listed in Annex 2 to this case study. 

11.2.4. Key factors that allow for the effective implementation of gender equality 
plans in the institutions 

EU membership has been a key driving factor behind the adoption and implementation of 
many gender equality policies as institutions attempt to harmonise themselves with those in 
other Member States in order to access EU funding opportunities (e.g. Horizon Europe, 
Horizon 2020, European Social Fund and European Regional Development Fund 
funding) (1010). Interviewees across Czechia, Lithuania and Poland noted that EU eligibility 
criteria have enabled structural change at institutions, while associated financial instruments 
encourage staff members to work on the plan in order to fulfil requirements and access 
funding. 

Notably, for several institutions participation in European-funded projects on setting up and 
implementing GEPs catalysed the advancement of their institutional policies on gender 
equality prior to the Horizon Europe GEP requirement. The initiation of activities on and 
monitoring of gender equality by the President of the TA CR led to the institution’s 
involvement in GEECCO and this access to funding was highlighted as a catalyst for the 
RFO to implement further gender equality actions, which have since led to the development 
of a formal GEP (1011). Moreover, the financial support for RPOs introduced by the Czech 
operational programme on research, development and education (1012) – backed by the 
European Social Fund and European Regional Development Fund – was taken up by many 
RPOs in Czechia and was the first step in promoting gender equality (1013). Vilnius University’s 
partnership with SPEAR was similarly referenced as the key facilitating factor to implementing 
a GEP at the institution, enabling access to funding and international networks. 

Access to organisational networks facilitates the exchange of knowledge and enables 
cooperation and capacity building, which are key enablers of the effective implementation 
of GEPs. For example, through the SPEAR project participating partners, such as Vilnius 
University and Vytautas Magnus University, can cooperate and support each other. Most 
recently (5–7 December 2022), the seventh Project Learning and Support Meeting brought 

 

(1008) TA CR (n.d.), ‘Gender statistics and monitoring’ (https://www.tacr.cz/en/gender-statistics-and-monitoring/). 
(1009) Interview with an RFO, conducted in 2022. 
(1010) Ibid. 
(1011) Ibid. 
(1012) European Commission (n.d.), ‘OP research, development and education’ 

(https://ec.europa.eu/regional_policy/EN/atlas/programmes/2014-2020/czechia/2014cz05m2op001). 
(1013) Interview with an RFO, conducted in 2022. 

https://www.tacr.cz/en/gender-statistics-and-monitoring/
https://ec.europa.eu/regional_policy/EN/atlas/programmes/2014-2020/czechia/2014cz05m2op001
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together the consortium of the SPEAR project (institutions from Bulgaria, Denmark, Germany, 
Croatia, Lithuania, Hungary, Portugal and Sweden) and provided opportunities for awareness 
raising on differences in culture and environment, problem solving to strengthen impact, and 
sharing of best practices in gender equality mainstreaming (1014). 

Moreover, CoPs have an important role to play in increasing collaboration across 
organisations. As an example, the Horizon 2020 project ACT promotes COPs to increase 
knowledge, collaborative learning and institutional change on gender equality in the 
ERA (1015). Through the project, the GEinCEE) was established (coordinated by Jagiellonian 
University) to bring together practitioners of HEIs, RFOs, policymaking organisations, NGOs 
and other organisations in central and eastern Europe to support institutional change and the 
design and implementation of GEPs. CoPs are a useful means of identifying learning needs, 
diagnosing problem areas and identifying existing solutions within the community (1016). 

At the University of Warsaw, a stakeholder indicated that a mix of goodwill of authorities 
and action at the national level must be seen in order for GEPs to be successfully 
implemented. It was the opinion of stakeholders from Czechia and Poland that there must be 
willingness to work on GEPs from management and senior leadership at their institutions, as 
well as support in the political context. A TA CR stakeholder in Czechia suggested that the 
company’s gender equality policy implementation was primarily the result of an enthusiastic 
and dedicated team and the support and involvement of senior leadership (1017). At the TA 
CR, it was indicated that an organisational culture of mutual respect and diverse expertise 
means that people are more willing to cooperate on agendas, even if they do not value the 
topic themselves. Other stakeholders stated that good organisational culture is integral to the 
reception and implementation of their GEPs. One stakeholder noted that there was a bottom-
up effect from some departments that were highly engaged in introducing gender equality 
measures and were a supporting factor in GEP creation and implementation. 

Dedicated financial and human resources are equally important factors supporting 
effective GEP implementation (1018). For example, the University of Warsaw has an appointed 
Equal Opportunity Chief Specialist who, alongside the Office of the Ombudsman, is 
responsible for the implementation of gender equality policies. As well as dedicated staff, 
having a network of organisations engaged in similar activities (1019) and being able to share 
knowledge with other institutions or gain knowledge through training were also noted as 
enabling factors in implementing and sustaining GEPs. In Czechia, the continued financial 
support from the Ministry of Education, Youth and Sports for the Centre for Gender and 
Science has been instrumental in building a national infrastructure to support all stakeholders 
on matters related to gender equality in R&I. 

 

(1014) University of Rijeka (2022), ‘The SPEAR consortium meeting’ (https://uniri.hr/en/vijesti/the-spear-consortium-
meeting/). 

(1015) ACT (n.d.), ‘Welcome to ACT’ (https://act-on-gender.eu/). 
(1016) GEinCEE. (n.d.), ‘On the way to gender equality – Community of practice for gender equality in central and 

eastern Europe: About’ (https://geincee.act-on-gender.eu/way-gender-equality-community-practice-gender-
equality-central-and-eastern-europe). 

(1017) Dvořáčková, J. (2021), ‘Experiences from RFOs and RPOs’, TARGET-GEECCO Conference, 11 March, virtual 
conference (http://www.gendertarget.eu/wp-content/uploads/2021/03/5.-Jana-Dvorackova.pdf). 

(1018) Multiple interviewees from different institutions included in this case study stressed the importance of these 
factors. 

(1019) Ibid. 

https://uniri.hr/en/vijesti/the-spear-consortium-meeting/
https://uniri.hr/en/vijesti/the-spear-consortium-meeting/
https://act-on-gender.eu/
https://geincee.act-on-gender.eu/way-gender-equality-community-practice-gender-equality-central-and-eastern-europe
https://geincee.act-on-gender.eu/way-gender-equality-community-practice-gender-equality-central-and-eastern-europe
http://www.gendertarget.eu/wp-content/uploads/2021/03/5.-Jana-Dvorackova.pdf
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11.2.5. Impact of EU and national policies and programmes supporting or 
imposing gender equality plans on the state of gender equality in the 
research and innovation institutions 

While in Czechia and Lithuania there are national policies that require the implementation of 
some form of gender equality strategy, national policies were not highlighted as having a 
significant impact on gender equality in R&I institutions (1020). For example, the Lithuanian 
Labour Code requires the implementation of gender equality principles in HEIs, but at Vilnius 
University specific impacts were more directly related to EU programmes, funding or bottom-
up initiatives by university staff (1021). In a similar regard, in Czechia the Gender Equality 
Strategy for 2021–2030 has not yet had an impact within the TA CR, which has been 
implementing gender equality measures to meet EU-related agendas since before its 
involvement with GEECCO (1022). 

In all three institutions covered in this case study, the impact of EU policies (e.g. the Horizon 
Europe GEP eligibility criterion) and programmes supporting GEPs and equivalent policies, 
notably through funding opportunities and requirements, is visible. Moreover, 
GENDERACTION targeted training seminars and best-practice exchanges, organised 
specifically for Horizon 2020 national contact point networks (e.g. Research Infrastructures, 
COSMOS2020 (the space network), Science with and for Society (SwafS) and the 
EURAXESS network), were seen to enhance participants’ knowledge on gender 
equality (1023). National contact points from Czechia, Lithuania and Poland were present at 
some of the five organised training sessions, with Czechia and Lithuania hosting two of these 
events (those for the EURAXESS network and COSMOS 2020 respectively). 

There has been an increase in attendance of training related to equal opportunities and 
gender following the implementation of GEPs at the TA CR (Czechia) and the University of 
Warsaw (Poland), even when training was not mandatory (1024). For instance, according to 
an interviewee at the University of Warsaw, before the GEP was implemented, certain 
training sessions, such as those on sexual harassment awareness, would be difficult to 
conduct, facing resistance from the faculty owing to the stigma associated with the issue and 
even the language (training sessions were renamed in an attempt to increase attendance). 
However, since the GEP has been implemented, sexual harassment training is now named 
as such and is more widely attended, and the procedures in place to follow up occurrences 
of sexual harassment are more frequently followed. 

A wider change regarding gender discourse and the use of gendered language was also 
discussed by all three stakeholders interviewed. Changes have been noted in various forms 
of action; for example, the TA CR has published a handbook on the use of gender-sensitive 
language in TA CR communication (1025). In Poland, the word ‘gender’ faces resistance, as 
it has been heavily politicised and associated with negative connotations, such as the 
destruction of traditional values. It was noted by two institutional stakeholders that some 
departments and university documents that would typically use masculine grammatical 
forms, traditionally used in academic and professional spaces, are introducing the feminine 

 

(1020) Interviews conducted in 2022. 
(1021) Interview conducted in 2022. 
(1022) Interview with an RFO stakeholder, conducted in 2022. 
(1023) Genderaction (2021), D 4.1 report on training seminars provided for national representatives, stakeholders and 

NCPs (https://h2020.genderaction.eu/wp-content/uploads/2022/01/741466_GENDERACTION_Deliverable-
Report-4.1.pdf). 

(1024) Interviews conducted in 2022. 
(1025) TA CR (n.d.), Příručka pro užívání genderově senzitivního jazyka v komunikaci TA ČR, Prague 

(https://www.tacr.cz/gender/160324_prirucka_gender_jazyk.pdf). 

https://h2020.genderaction.eu/wp-content/uploads/2022/01/741466_GENDERACTION_Deliverable-Report-4.1.pdf
https://h2020.genderaction.eu/wp-content/uploads/2022/01/741466_GENDERACTION_Deliverable-Report-4.1.pdf
https://www.tacr.cz/gender/160324_prirucka_gender_jazyk.pdf
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form more widely and, in general, gender-sensitive language is more commonly used and 
heard (by both staff and students). For example, policy documents in Lithuania are mostly 
written using the traditional masculine grammatical forms; however, Vilnius University’s 
Diversity and Equal Opportunities Strategy adopts gender-sensitive language (1026). 

Another impact described by interviewees from Czechia, Lithuania and Poland was that, in 
general, there is less resistance to the implementation of gender equality actions than before 
GEPs and gender equality policies were introduced by their organisations. The sociopolitical 
context in Poland was highlighted as an important element that caused change, especially in 
regard to student attitudes and behaviour in response to political (in)action (1027). While 
changes have been observed since the implementation of the GEP at the University of 
Warsaw, a stakeholder from the institution suggested that it is difficult to distinguish 
successful policy implementation from cultural shifts occurring within the country and the 
institution. They suggested that the country-level cultural shifts regarding gender equality 
have enhanced awareness raising among staff and students, which contributed to the 
implementation of a formal GEP. This bottom-up approach to implementing gender equality 
policies was also referenced by a stakeholder from Czechia, who recognised that the efforts 
and interest of the President and staff regarding gender equality greatly contributed to the 
realisation of a GEP. 

Nevertheless, at the University of Warsaw, perceived cultural shifts have not necessarily 
translated into structural changes (e.g. increased numbers of women in PhD positions or in 
decision-making positions) (1028). Examples of good practice have been noted, such as the 
appointment of staff to dedicated diversity and gender equality positions. Despite this not 
being a national requirement, several institutions across the three countries covered in this 
case study have created such roles, which can be impactful, acting as direct and 
knowledgeable points of contact and action (1029). At Vilnius University, even without a formal 
requirement for gender-equal representation in elections for faculty councils, the importance 
of equal representation among candidates has been openly discussed and acknowledged 
since the implementation of its GEP. Additional good-practice examples from the university 
include that, where previously three male professors would evaluate a doctoral examination, 
this is now no longer the norm, as Vilnius University has increased diversity in traditionally 
male-dominated roles since the implementation of its GEP. 

At the TA CR, as a result of the GEECCO project’s focus on the gender dimension in research 
content, the agency has piloted a new funding programme (on support for improvement in 
governance and management) (1030), which will be used to launch all calls in the future. The 
programme requires the integration of the gender dimension into research proposals 
and the framework ensures that this will be in place for years. A stakeholder at the TA CR 
notes that the project has also improved gender equality in research and believes that the 
TA CR’s example of encouraging gender diverse teams has opened the topic to other RFOs 
in Czechia. Similar positive impacts on gender equality have already been documented at 
the TA CR as a result of gender funding requirements: in the second call for projects with 
gender-related criteria (ZÉTA programme), on average 54 % of researchers in a project were 

 

(1026) EIGE (n.d.), ‘Gender Equality in Academia and Research – GEAR tool: Lithuania’ 
(https://eige.europa.eu/gender-mainstreaming/toolkits/gear/legislative-policy-backgrounds/lithuania). 

(1027) Interview conducted in 2022. 
(1028) Interviews conducted in 2022. 
(1029) Interview conducted in 2022. 
(1030) Interview with an RFO, conducted in 2022. 

https://eige.europa.eu/gender-mainstreaming/toolkits/gear/legislative-policy-backgrounds/lithuania
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women, while projects funded by the TA CR are generally made up of 19 % women and 81 % 
men (1031). 

11.2.6. Impact of EU and national policies and programmes supporting or 
imposing gender equality plans on research and innovation quality, 
efficiency and productivity in the institutions 

Systematic evidence on impacts that policies and programmes supporting GEPs have had 
on R&I quality, efficiency or productivity is difficult to identify. Nevertheless, some good-
practice examples were described by stakeholders. 

At the TA CR, gender equality policies have led to people in administrative positions 
becoming more involved in the evaluation of criteria and the proposal process, being able to 
offer valuable feedback regarding the integration of the gender dimension in research 
content (1032). It is a common issue for applicants and even evaluators to confuse gender 
dimensions in research content with gender balance (1033). Owing to active participation in 
gender policies, staff at the TA CR are able to guide evaluators and applicants through this 
process and ensure R&I quality. According to the TA CR, the introduction of programmes 
that promote gender balance in research teams and considerations of gender dimensions in 
research (e.g. the ZÉTA programme (junior programme) and the ÉTA programme (applied 
research in social sciences and humanities)) has allowed the institute to consider how the 
gender perspective is reflected in and integrated into research projects and improves the 
overall relevance and quality of the research it funds (1034). 

11.2.7. Useful indicators to measure the state of play and progress on gender 
equality 

As part of the Horizon Europe GEP eligibility criterion, the requirement for monitoring 
progress states that evidence on ‘sex or gender-disaggregated baseline data collected 
across all staff categories’ (1035) should inform the GEP’s targets and be used to evaluate its 
progress. All institutions covered in this case study provide some description of the indicators 
used in this process; however, the specific indicators and form of reporting vary greatly 
between them. 

Both the University of Warsaw and Vilnius University publish data using indicators relating to 
gender proportions across staff and students, with, in some cases, historical data from 2018 
as an indicator of progress over time (see Annex 2 to this case study for annual reports on 
indicators). In a 2020 monitoring report, Vilnius University outlined these indicators and 
several others, including the distribution of women and men in the university’s governing 
bodies, salary by gender and career trajectory by gender. The indicator data, when compared 
with data from 2018 and 2019, showed slight progress and highlighted persisting issues, such 
as unequal pay and fewer women in senior positions across all categories. The University of 

 

(1031) Dostálová, V. (n.d.), ‘ZETA programme in figures’ (https://www.tacr.cz/wp-
content/uploads/documents/2021/06/10/1623313269_1593429728_TA.DI 10_web_compressed-16_page-
0001.pdf). 

(1032) Interviews conducted in 2022. 
(1033) Ibid. 
(1034) TA CR (n.d.), ‘Gender in the content of research and innovation’ (https://www.tacr.cz/en/gender-in-the-content-

of-researchand-innovation/). 
(1035) European Commission (n.d.), ‘Gender equality in research and innovation’ (https://research-and-

innovation.ec.europa.eu/strategy/strategy-2020-2024/democracy-and-rights/gender-equality-research-and-
innovation_en). 

https://www.tacr.cz/wp-content/uploads/documents/2021/06/10/1623313269_1593429728_TA.DI%2010_web_compressed-16_page-0001.pdf
https://www.tacr.cz/wp-content/uploads/documents/2021/06/10/1623313269_1593429728_TA.DI%2010_web_compressed-16_page-0001.pdf
https://www.tacr.cz/wp-content/uploads/documents/2021/06/10/1623313269_1593429728_TA.DI%2010_web_compressed-16_page-0001.pdf
https://www.tacr.cz/en/gender-in-the-content-of-researchand-innovation/
https://www.tacr.cz/en/gender-in-the-content-of-researchand-innovation/
https://research-and-innovation.ec.europa.eu/strategy/strategy-2020-2024/democracy-and-rights/gender-equality-research-and-innovation_en
https://research-and-innovation.ec.europa.eu/strategy/strategy-2020-2024/democracy-and-rights/gender-equality-research-and-innovation_en
https://research-and-innovation.ec.europa.eu/strategy/strategy-2020-2024/democracy-and-rights/gender-equality-research-and-innovation_en
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Warsaw intends to publish a gender pay gap report every 2 years (1036); though this is not yet 
available, it will be a useful indicator of unequal pay and the status of women in different pay 
brackets. 

The TA CR’s current gender equality policy does not clarify what indicators are used to 
monitor or evaluate progress, but states that ‘Gender-sensitive statistics will be compiled, 
monitored and evaluated in order to ensure the successful implementation of this 
method’ (1037). However, the TA CR website does provide data relating to the success rate of 
women and men in calls for proposals, and the proportions of women and men in both project 
teams and evaluation bodies (see Annex 2 to this case study for annual reports on data, 
which include various indicators regarding gender balance, the gender pay gap, vertical and 
horizontal segregation and leadership and decision-making positions) (1038). The University 
of Warsaw’s GEP also outlines the activity for the ‘[s]ystematic monitoring of the participation 
of women and men in contests for grants, projects, and financial support, plus 
publications’ (1039), which uses indicators such as the percentage of applications for grants 
by gender and the increasing grant participation of women researchers early in their careers. 
However, this information does not appear to be publicly available. These indicators provide 
a more granular-level insight into the state of play of gender equality in R&I institution 
activities than the basic gender-disaggregated staff/student population data. 

At the national level, Czechia’s Gender Equality Strategy for 2021–2030 introduces stronger 
measures to monitor gender equality in organisations, including R&I institutions. A list of 
approximately 20 indicators, not all relevant to R&I, include increasing the representation of 
women in leadership positions in public bodies; increasing capacities for providing childcare 
to higher education students and people working in R&I; establishing return grants for people 
returning from parental leave; supporting the integration of the gender dimension into 
research and teaching; and taking into account gender dimension in research proposals and 
projects (1040). While a stakeholder from the TA CR suggested that these were useful 
indicators in theory, they added that thus far their feedback from the ministry after providing 
such data had not been helpful, nor was there an indication of where these data would be 
published (1041). Indicators to measure progress and the state of play in gender equality in 
R&I should be transparent to better empower institutions to make evaluation-based 
amendments to their policies and plans. 

From interviews with stakeholders across all countries included in this case study, it was 
evident that knowledge about monitoring and evaluation frameworks and associated 
indicators was fragmented across departments and levels of authority (e.g. focused in senior-
level ‘special’ committees handling ERA-related monitoring at the University of 
Warsaw) (1042). When discussing what indicators might be most useful to measure gender 
equality progress, one stakeholder indicated that, at the national level, data should be made 
publicly available for all to access. In general, regarding R&I, stakeholders suggested that 
useful indicators should include the percentage of each gender in decision-making 

 

(1036) Cybulko, A. and Kubisa, J. (2020), The Gender Equality Plan: Plan for the University of Warsaw, Warsaw 
(https://rownowazni.uw.edu.pl/wp-content/uploads/sites/105/2023/08/the-gender-equality-plan_the-university-
of-warsaw.pdf). 

(1037) TA CR (n.d.), TA CR Gender Policy (https://www.tacr.cz/dokums_raw/urednideska/gender_policy.pdf). 
(1038) TA CR (n.d.), ‘Gender statistics and monitoring’ (https://www.tacr.cz/en/gender-statistics-and-monitoring/). 
(1039) Cybulko, A. and Kubisa, J. (2020), The Gender Equality Plan: Plan for the University of Warsaw, Warsaw 

(https://rownowazni.uw.edu.pl/wp-content/uploads/sites/105/2023/08/the-gender-equality-plan_the-university-
of-warsaw.pdf). 

(1040) Interview with an RFO, conducted in 2022. 
(1041) Ibid. 
(1042) Interviews conducted in 2022. 

https://rownowazni.uw.edu.pl/wp-content/uploads/sites/105/2023/08/the-gender-equality-plan_the-university-of-warsaw.pdf
https://rownowazni.uw.edu.pl/wp-content/uploads/sites/105/2023/08/the-gender-equality-plan_the-university-of-warsaw.pdf
https://www.tacr.cz/dokums_raw/urednideska/gender_policy.pdf
https://www.tacr.cz/en/gender-statistics-and-monitoring/
https://rownowazni.uw.edu.pl/wp-content/uploads/sites/105/2023/08/the-gender-equality-plan_the-university-of-warsaw.pdf
https://rownowazni.uw.edu.pl/wp-content/uploads/sites/105/2023/08/the-gender-equality-plan_the-university-of-warsaw.pdf
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positions (including board members, committee members, evaluators, conference speakers 
and department heads) and the gender divide across students at all levels and at each faculty 
level in institutions. This information would be useful to measure change across time. It was 
also suggested that a useful indicator would come from measuring how allocated 
resources are used or how frequently they are taken up, as currently some resources are 
not being used to their full potential. Being able to evaluate this information might help to 
better implement or allocate funds. 

In general, the current state of play appears to be fragmented and lacking transparent or 
accessible data. More systematic data collection resulting from GEPs can enable better 
monitoring of gender-related parameters (1043). 

11.2.8. Main challenges, barriers and gaps for institutions and policymakers in 
advancing gender equality plans 

In Poland, at the national level, it has been challenging for draft policies regarding gender 
equality and equality within R&I to advance. In an interview with a University of Warsaw 
stakeholder, this was speculated to be due to both the political context (e.g. the post-2015 
Law and Justice government’s intentional backsliding in the field of gender equality (1044)) and 
cultural factors. The interviewee explained that the beneficial measures implemented in 
GEPs and associated policies, such as improving awareness of and procedures to report 
sexual harassment, can be undermined by the current legal frameworks and political climate 
in Poland, which do not best support prosecution or recognition of such issues. Regarding 
the Government Plenipotentiary for Equal Treatment in Poland (the office responsible for the 
coordination of equality actions), the Law and Justice government has ‘diluted the office by 
restructuring and partially dismantling it’, supporting the cultural narrative that gender equality 
and rights are destroying traditional, national and family values (1045). A general culture of 
resistance to gender equality measures at the national and institutional levels was described 
by interviewees from the three countries included in this case study. This has led to 
GEPs (1046) being questioned by both co-workers and external actors. However, a 
stakeholder from Lithuania highlighted that, while there was once strong resistance to GEPs 
and gender equality measures in general, such resistance quietened once they became a 
funding requirement. 

Moreover, limited access to financial resources has been highlighted as a barrier to 
advancing GEPs. Having dedicated resources is considered a key step in successful 
implementation. Institutional stakeholders see funding for network coordination and training 
as capable of overcoming the lack of knowledge, especially within individual institutional 
departments, that might hinder the successful implementation of GEPs. 

In Poland, in the institutions selected for this case study, there appear to be dedicated efforts 
at the institutional level and access to resources and networks at the EU level, but limited 
policy actions at the national level. Traditional conservative values reinforce resistance to 
gender equality changes in some segments of society, whereby a divide is being seen 
between older and younger generations. This finding of limited national-level actions was 

 

(1043) Dvořáčková, J. (2021), ‘Experiences from RFOs and RPOs’, TARGET-GEECCO Conference, 11 March, virtual 
conference (https://zenodo.org/record/6535573/files/tacrrfopanelsuperafin-220404084219.pptx?download=1). 

(1044) Gaweda, B. (2021), ‘Europeanization, democratization, and backsliding: Trajectories and framings of gender 
equality institutions in Poland’, Social Politics: International Studies in Gender, State & Society, Vol. 28, No 3, 
pp. 629–655 (https://doi.org/10.1093/sp/jxab023). 

(1045) Ibid. 
(1046) Interviews conducted in 2022. 

https://zenodo.org/record/6535573/files/tacrrfopanelsuperafin-220404084219.pptx?download=1
https://doi.org/10.1093/sp/jxab023
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echoed by interviewees from Czechia and is perceived by institutional stakeholders as a key 
gap in the adoption and effective implementation of GEPs on a larger scale. For example, an 
institutional stakeholder specifically highlighted increased support from the Research Council 
of Lithuania as an action that would better support gender equality awareness and 
implementation. 

Moreover, according to an RFO stakeholder in Czechia, national policies and EU-level 
initiatives that support the implementation of gender equality measures in R&I are often 
directed at RPOs and HEIs and there is insufficient guidance for RFOs as to their role in 
the implementation of GEPs or GEP-associated policies. HEIs, RPOs and RFOs have 
different perspectives and priorities, and this should be reflected in the national and EU 
mandates and requirements set for each type of institution and organisation. This speaks to 
the need for increased collaboration and guidance at the national, EU and institutional levels 
to better support GEP implementation and development. 

11.2.9. Conclusions 

Overall, the case study has found that EU funding, particularly the GEP eligibility criterion 
introduced under Horizon Europe, was integral to the development and implementation of 
GEPs and GEP-associated policies in the eastern Europe countries selected. Czechia, 
Lithuania and Poland do not have formal GEP requirements at the national level, and it is 
evident that EU membership provides vital support, funding and structure to the countries’ 
R&I sectors in the absence of substantial national support. Access to funding was highlighted 
as a key factor for the effective implementation of GEPs and GEP-associated policies. 
Dedicated funding enables effective resource allocation (both financial and human) and is a 
key catalyst for institutional change. In addition, dedicated staff streamline efforts and support 
a bottom-up approach to gender equality. Furthermore, policy action at the national level, as 
well as the good will of authorities (e.g. by following through with policy) and senior levels of 
institutions (e.g. by supporting or imposing GEP requirements), was recognised as an 
essential motivating and enabling factor that encouraged less resistance within institutions to 
the implementation of GEPs and associated policies. Formal requirements that affect 
research funding and practices also reduce the resistance to change reported, as the impacts 
can be directly felt at the individual level (e.g. through the potential loss of grants if no change 
occurs). The impacts reported since the implementation of GEPs and associated policies in 
the institutions included in this case study indicate general positive changes in institutional 
cultures and attitudes towards gender equality. However, the cultural changes described 
cannot be directly tied to the implementation of gender equality policies, and impacts should 
be considered in the wider sociopolitical context of each country. 

National-level monitoring and evaluation frameworks that promote gender equality in R&I are 
limited in the examples included in this case study, and there is a lack of transparent and 
comparable data available to evaluate progress. Current indicators used to measure the state 
of play and progress on gender equality vary. Most commonly, institutions collect gender-
disaggregated data across staff categories. Stakeholders consider more granular-level data 
regarding gender equality in R&I activities (e.g. grant applications, spending, career 
trajectories) useful indicators with which to measure progress. Importantly, data should be 
publicly available and easily accessible at the national and institutional levels. Across the 
countries in this case study, monitoring and data collection should be improved and expanded 
to include aspects of intersectionality to effectively measure progress in terms of inclusive 
gender equality in R&I in the new ERA. 
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11.2.10.2. Annex 2: Formal gender equality plan documents and annual 
reports from institutions 

Table 22. Formal GEP publications by the institutions covered in this case study 

No Country Institution Document 
name 

Hyperlink to 
website 

Hyperlink to 
document 

1 Czechia TA CR TA CR 
Gender 
Policy 

https://www.tacr.cz
/en/gender-
equality-in-
research-and-
innovation/ 

https://www.tacr.cz/dokums
_raw/urednideska/gender_
policy.pdf 

2 Poland University of 
Warsaw 

The Gender 
Equality 
Plan: Plan 
for the 
University 
of Warsaw 

http://en.rownowaz
ni.uw.edu.pl/gende
r-equality-plan/ 

http://en.rownowazni.uw.ed
u.pl/wp-
content/uploads/2021/04/G
EP-ENG_-FIN.pdf 

3 Lithuani
a 

Vilnius 
University 

Vilnius 
University 
Gender 
Equality 
Plan 2021–
2025 

https://www.vu.lt/e
n/about-vu/equal-
opportunities#vu-
gender-equality-
plan 

https://www.vu.lt/site_files/
Apie_VU/VU_Gender_Equ
ality_Plan_2021-2025.pdf 

https://www.tacr.cz/en/gender-equality-in-research-and-innovation/
https://www.tacr.cz/en/gender-equality-in-research-and-innovation/
https://www.tacr.cz/en/gender-equality-in-research-and-innovation/
https://www.tacr.cz/en/gender-equality-in-research-and-innovation/
https://www.tacr.cz/en/gender-equality-in-research-and-innovation/
https://www.tacr.cz/dokums_raw/urednideska/gender_policy.pdf
https://www.tacr.cz/dokums_raw/urednideska/gender_policy.pdf
https://www.tacr.cz/dokums_raw/urednideska/gender_policy.pdf
http://en.rownowazni.uw.edu.pl/gender-equality-plan/
http://en.rownowazni.uw.edu.pl/gender-equality-plan/
http://en.rownowazni.uw.edu.pl/gender-equality-plan/
http://en.rownowazni.uw.edu.pl/wp-content/uploads/2021/04/GEP-ENG_-FIN.pdf
http://en.rownowazni.uw.edu.pl/wp-content/uploads/2021/04/GEP-ENG_-FIN.pdf
http://en.rownowazni.uw.edu.pl/wp-content/uploads/2021/04/GEP-ENG_-FIN.pdf
http://en.rownowazni.uw.edu.pl/wp-content/uploads/2021/04/GEP-ENG_-FIN.pdf
https://www.vu.lt/en/about-vu/equal-opportunities#vu-gender-equality-plan
https://www.vu.lt/en/about-vu/equal-opportunities#vu-gender-equality-plan
https://www.vu.lt/en/about-vu/equal-opportunities#vu-gender-equality-plan
https://www.vu.lt/en/about-vu/equal-opportunities#vu-gender-equality-plan
https://www.vu.lt/en/about-vu/equal-opportunities#vu-gender-equality-plan
https://www.vu.lt/site_files/Apie_VU/VU_Gender_Equality_Plan_2021-2025.pdf
https://www.vu.lt/site_files/Apie_VU/VU_Gender_Equality_Plan_2021-2025.pdf
https://www.vu.lt/site_files/Apie_VU/VU_Gender_Equality_Plan_2021-2025.pdf
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Table 23. Annual reports on indicators 

No Country Institution Document name Hyperlink to website Hyperlink to document 

1 Czechia TA CR 
‘Women and men in calls for 
proposals in 2019’ 

https://www.tacr.cz/en/te
chnology-agency-of-the-
czech-republic/ 

https://infogram.com/eng-
gendrova-stat-resitele-
1h7j4dv0rveqv4n?live 

2 Czechia TA CR 
‘Women and men in evaluation 
committees and panels of TA 
CR’ 

https://www.tacr.cz/en/te
chnology-agency-of-the-
czech-republic/ 

https://infogram.com/eng-gendr-
stat-hodnot-1h7j4dv0r5m7v4n?live  

3 Poland University of Warsaw ‘UW and gender in numbers’ 

https://rownowazni.uw.
edu.pl/en/gender-
statistics/ 

https://rownowazni.uw.edu.pl/en/g
ender-statistics/  

4 Lithuania Vilnius University 
Monitoring of diversity and 
equal opportunities situation in 
Vilnius University in 2020 

https://www.vu.lt/en/ 

https://www.vu.lt/site_files/BVS/
MONITORING_OF_DIVERSITY
_AND_EQUAL_OPPORTUNITI
ES_SITUATION_IN_VILNIUS_U
NIVERSITY_IN_2020.pdf 

11.2.10.3. Annex 3: Institutions of the main stakeholders consulted as part of this case study 

Table 24. Institutions of the stakeholders interviewed 

No Country Institution 

1 Czechia TA CR 

2 Poland University of Warsaw 

3 Lithuania Vilnius University 

https://www.tacr.cz/en/technology-agency-of-the-czech-republic/
https://www.tacr.cz/en/technology-agency-of-the-czech-republic/
https://www.tacr.cz/en/technology-agency-of-the-czech-republic/
https://infogram.com/eng-gendrova-stat-resitele-1h7j4dv0rveqv4n?live
https://infogram.com/eng-gendrova-stat-resitele-1h7j4dv0rveqv4n?live
https://infogram.com/eng-gendrova-stat-resitele-1h7j4dv0rveqv4n?live
https://www.tacr.cz/en/technology-agency-of-the-czech-republic/
https://www.tacr.cz/en/technology-agency-of-the-czech-republic/
https://www.tacr.cz/en/technology-agency-of-the-czech-republic/
https://infogram.com/eng-gendr-stat-hodnot-1h7j4dv0r5m7v4n?live
https://infogram.com/eng-gendr-stat-hodnot-1h7j4dv0r5m7v4n?live
https://rownowazni.uw.edu.pl/en/gender-statistics/
https://rownowazni.uw.edu.pl/en/gender-statistics/
https://rownowazni.uw.edu.pl/en/gender-statistics/
https://rownowazni.uw.edu.pl/en/gender-statistics/
https://rownowazni.uw.edu.pl/en/gender-statistics/
https://www.vu.lt/en/
https://www.vu.lt/site_files/BVS/MONITORING_OF_DIVERSITY_AND_EQUAL_OPPORTUNITIES_SITUATION_IN_VILNIUS_UNIVERSITY_IN_2020.pdf
https://www.vu.lt/site_files/BVS/MONITORING_OF_DIVERSITY_AND_EQUAL_OPPORTUNITIES_SITUATION_IN_VILNIUS_UNIVERSITY_IN_2020.pdf
https://www.vu.lt/site_files/BVS/MONITORING_OF_DIVERSITY_AND_EQUAL_OPPORTUNITIES_SITUATION_IN_VILNIUS_UNIVERSITY_IN_2020.pdf
https://www.vu.lt/site_files/BVS/MONITORING_OF_DIVERSITY_AND_EQUAL_OPPORTUNITIES_SITUATION_IN_VILNIUS_UNIVERSITY_IN_2020.pdf
https://www.vu.lt/site_files/BVS/MONITORING_OF_DIVERSITY_AND_EQUAL_OPPORTUNITIES_SITUATION_IN_VILNIUS_UNIVERSITY_IN_2020.pdf


 

267 
 

11.3. Case study 3: Gender equality plans in research and innovation in 
selected Mediterranean countries (EU-15) 

11.3.1. Introduction 

This case study examines the implementation and impact of GEPs within various national 
and institutional contexts in four Mediterranean countries (Spain, France, Italy and Portugal) 
and four institutions (Spanish National Research Council (Consejo Superior de 
Investigaciones Científicas) (CSIC), National Institute of Applied Sciences of Rouen (Institut 
National des Sciences Appliquées de Rouen) (INSA Rouen), University of Bologna (UNIBO) 
and University of Beira Interior). 

These four institutions have been selected owing to their strategic importance and their 
contributions to gender equality policies in the R&I sector, alongside those of other institutions 
and organisations in their countries. The four institutions are in the EU-15. In Spain, the CSIC 
is an RPO for scientific research and technological development that is present across 
Spanish territory. The CSIC includes representatives from universities and research centres. 
Its gender equality policies apply to all CSIC research centres but leave a certain level of 
autonomy to each centre to decide its own terms of implementation. Thanks to this approach, 
the CSIC has been able to introduce several activities that promote gender equality. In 
France, INSA Rouen is a French grande école, which aims to train students to become highly 
skilled engineers who are well versed in the primary areas of science and engineering. INSA 
Rouen forms part of the National Institute of Applied Sciences, the leading network of French 
public engineering schools. The assessment of the GEP in this institution offers valuable 
information to help understand how gender equality policies exist in practice in an engineering 
institution. In Portugal, the University of Beira Interior is a public university located in the city 
of Covilhã. In 2011, it became the first Portuguese university with a GEP in place. This 
university is widely known for its innovation and long-standing dedication to gender equality 
policies. In Italy, UNIBO is one of the oldest research universities in operation in the world. It 
has had implemented GEPs since 2017. In addition, it has introduced several innovative 
features in the latest GEP, such as the quantification of the human and financial resources 
required to implement the proposed measures. 

11.3.2. Recent legal and policy developments regarding gender equality plans 
in research and innovation organisations in selected Mediterranean 
countries and at the national and institutional levels 

Gender equality policies are present in most Member States. The area of R&I has been a 
widely agreed target for improved gender equality, given the existing unevenness in 
researchers’ career advancement across genders, the low share of women in research 
organisations’ decision-making bodies and the gender differences in fields of research. 
European countries have developed strategic plans, policies and measures to reduce gender 
inequality, particularly in the R&I sector. In this context, Mediterranean countries are no 
exception, as they have implemented comprehensive national legislation and policies to 
promote gender equality in R&I organisations. 
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11.3.2.1. Spain 

In Spain, the first important contribution to gender equality at the national level was the 
Organic Law for Effective Equality between Women and Men (1047), which introduced 
gender equality as a basic principle for public action, applicable to universities and research 
centres. The law made it compulsory for institutions and companies with more than 50 
employees to adopt and implement GEPs. This organic law was followed by Law 6/2019 for 
urgent measures to ensure equal treatment and equal opportunities for women and men in 
employment and occupation (1048), which reinforced the rights to equal salary for equal work 
and to work–life balance and established equal (non-transferable) childbirth leave for both 
parents. One of the most recent contributions to gender equality is the Third strategic plan 
for effective equality between men and women 2022–2025 (1049). The plan was adopted 
in March 2022 and its main objectives are the equal treatment of and equal opportunities for 
women and men, the reduction of the gender gap, the co-responsibility of care and the 
elimination of discrimination based on sex. Moreover, this strategic plan gives special 
attention to the R&I area within objective 4 of the plan (‘A country with effective rights for all 
women’) through line of work 5 ‘Coeducation improving the education system and its 
contribution to gender equality’, in which the inclusion of a gender perspective is one of the 
fundamental objectives. This plan is complemented by the Third plan for gender equality 
in the General State Administration (1050) – implemented by the Ministry of Territorial Policy 
and Civil Service – which focuses on public institutions and public servants. 

At the institutional level, the Ministry of Science and Innovation has put in place two strategic 
plans for the forthcoming years. Firstly, the State plan for scientific and technical research 
and innovation 2021–2023 (1051), which is the main instrument devised for achieving the 
objectives set out in the Spanish strategy for science and technology and innovation. One of 
the main goals of the plan is the enforcement of gender equality principles, such as diversity 
and inclusion. Moreover, it highlights the compulsory nature of GEPs in order to obtain 
funding from Horizon Europe. Secondly, the Ministry of Science and Innovation has launched 
the Spanish Science, Technology and Innovation Strategy 2021–2027 (1052) designed to 
maximise coordination between national and regional programming and to facilitate the 
coordination of the R&I policy within the EU’s science and innovation framework programme 
Horizon Europe. Axis 7 of this plan includes the principle of gender mainstreaming in R&I. In 
the third sector, NGOs such as Red Cross Spain have implemented GEPs for their workers. 

 

(1047) Organic Law 3/2007, of 22 March, for Effective Equality between Women and Men, 23 March 2007 
(https://www.boe.es/buscar/act.php?id=BOE-A-2007-6115). 

(1048) Law 6/2019, of 1 March, for urgent measures to ensure equal treatment and equal opportunities for women 
and men in employment and occupation, 7 March 2019 (https://www.boe.es/buscar/doc.php?id=BOE-A-2019-
3244). 

(1049) Ministry of Equality (2022), Third strategic plan for effective equality between men and women 2022–2025, 
Madrid (https://www.inmujeres.gob.es/publicacioneselectronicas/documentacion/Documentos/DE1824.pdf). 

(1050) Ministry of Territorial Policy and Civil Service (2021), III Plan para la Igualdad de Género en la Administración 
General del Estado, Madrid (https://www.mptfp.gob.es/dam/es/portal/funcionpublica/funcion-publica/dialogo-
social/igualdad-genero/IIIPLANIGUALDADAGE.pdf). 

(1051) Ministry of Science and Innovation (2021), Plan Estatal de Investigación Científica, Técnica y de Innovación 
2021–2023, Madrid (https://www.ciencia.gob.es/InfoGeneralPortal/documento/e1f1deb1-7321-4dd9-b8ca-
f97ece358d1c). 

(1052) Ministry of Science and Innovation (2021), Estrategia Española de Ciencia, Tecnología e Innovación 2021–
2027, Madrid (https://www.ciencia.gob.es/InfoGeneralPortal/documento/e8183a4d-3164-4f30-ac5f-
d75f1ad55059). 

https://www.boe.es/buscar/act.php?id=BOE-A-2007-6115
https://www.boe.es/buscar/doc.php?id=BOE-A-2019-3244
https://www.boe.es/buscar/doc.php?id=BOE-A-2019-3244
https://www.inmujeres.gob.es/publicacioneselectronicas/documentacion/Documentos/DE1824.pdf
https://www.mptfp.gob.es/dam/es/portal/funcionpublica/funcion-publica/dialogo-social/igualdad-genero/IIIPLANIGUALDADAGE.pdf
https://www.mptfp.gob.es/dam/es/portal/funcionpublica/funcion-publica/dialogo-social/igualdad-genero/IIIPLANIGUALDADAGE.pdf
https://www.ciencia.gob.es/InfoGeneralPortal/documento/e1f1deb1-7321-4dd9-b8ca-f97ece358d1c
https://www.ciencia.gob.es/InfoGeneralPortal/documento/e1f1deb1-7321-4dd9-b8ca-f97ece358d1c
https://www.ciencia.gob.es/InfoGeneralPortal/documento/e8183a4d-3164-4f30-ac5f-d75f1ad55059
https://www.ciencia.gob.es/InfoGeneralPortal/documento/e8183a4d-3164-4f30-ac5f-d75f1ad55059
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The fourth equality plan of Red Cross Spain has 12 objectives and a total of 107 concrete 
policy actions (1053). 

The CSIC has a long history in the implementation of GEPs. Its first GEP was adopted in 
2011 (after the introduction of Law 3/2007, which made the implementation of a GEP 
compulsory), the second was adopted in 2015 and the third, which is in force today, was 
adopted in March 2022. The CSIC’s GEP (1054) builds on specific and cross-cutting objectives 
that have already been defined; from these objectives, a diagnosis is developed. This 
diagnosis, together with the analysis of the normative and documentary background, 
establishes the seven main axes of the plan, which include violence against women and 
intersectionality. Each axis establishes a series of specific objectives whose evaluation will 
be carried out using the corresponding indicators. This is complemented by an evaluation 
model, which takes the changes in the indicators and the degree of fulfilment of the measures 
as reference points, thus allowing the annual measurement of the plan’s success. Along with 
the GEP, the CSIC has also established the Protocol for prevention and intervention of sexual 
and gender-based harassment (1055). Its main aim is to prevent situations of sexual 
harassment in any form or modality in all institutes, centres and units and to deal with them 
effectively. 

11.3.2.2. France 

In France, at the national level, the main gender equality laws apply to HEIs, research 
organisations and public institutions, given the absence of noteworthy private universities in 
the country. Within the country’s regulatory framework, one of the first laws that introduced 
the concept of gender equality was Law No 2012-347 on Access to Employment (1056), 
which contains provisions on women’s access to senior positions in relevant ministries. In 
addition, it introduced a gender quota for the jury for admission to academic posts (minimum 
40 % women). More recently Law No 2019-828 of Transformation of Public Service (1057) 
is vital in the regulation of gender equality policies in the national territory. This law makes 
the implementation of action plans compulsory for every public establishment to ensure 
professional equality (Article 6). According to this law, the GEPs should cover 3 years and 
the progress of their implementation must be evaluated. The GEPs should report on salary 
gaps, professional gender diversity and equal access to responsibilities, the balance between 
private and professional life, and the fight against gender-based violence and harassment in 
the workplace. 

At the institutional level, the Ministry of Secondary Education and Research has launched 
the National Research Strategy (1058), whose guideline 30 focuses on diversity and the 
integration of minorities into R&I institutions. Furthermore, in 2013 a Charter on Gender 

 

(1053) Red Cross Spain (2022), Memoria 2021, Madrid, p. 191 
(https://www2.cruzroja.es/documents/5640665/1185387599/MEMORIA+FINAL+INTEGRADA+2021.pdf/ac624
e00-6d18-d178-8b49-799dbb4db8ba?t=1658477687114). 

(1054) https://www.csic.es/sites/default/files/2023-09/iii_pig_aecsic.pdf. 
(1055) https://www.csic.es/sites/default/files/2023-

01/protocolo_frente_al_acoso_sexual_y_por_razon_de_sexo_en_el_csic.pdf. 
(1056) Law No 2012-347 on Access to Employment, 12 March 2012 

(https://www.legifrance.gouv.fr/loda/id/JORFTEXT000025489865/). 
(1057) Law No 2019-828 of Transformation of the Civil Service, 6 August 2019 

(https://www.legifrance.gouv.fr/jorf/id/JORFTEXT000038889182/). 
(1058) Ministry of Education (2020), National Research Strategy (https://www.enseignementsup-

recherche.gouv.fr/sites/default/files/imported_files/documents/strategie_nationale_recherche_397269.pdf). 

https://www2.cruzroja.es/documents/5640665/1185387599/MEMORIA+FINAL+INTEGRADA+2021.pdf/ac624e00-6d18-d178-8b49-799dbb4db8ba?t=1658477687114
https://www2.cruzroja.es/documents/5640665/1185387599/MEMORIA+FINAL+INTEGRADA+2021.pdf/ac624e00-6d18-d178-8b49-799dbb4db8ba?t=1658477687114
https://www.csic.es/sites/default/files/2023-09/iii_pig_aecsic.pdf
https://www.csic.es/sites/default/files/2023-01/protocolo_frente_al_acoso_sexual_y_por_razon_de_sexo_en_el_csic.pdf
https://www.csic.es/sites/default/files/2023-01/protocolo_frente_al_acoso_sexual_y_por_razon_de_sexo_en_el_csic.pdf
https://www.legifrance.gouv.fr/loda/id/JORFTEXT000025489865/
https://www.legifrance.gouv.fr/jorf/id/JORFTEXT000038889182/
https://www.enseignementsup-recherche.gouv.fr/sites/default/files/imported_files/documents/strategie_nationale_recherche_397269.pdf
https://www.enseignementsup-recherche.gouv.fr/sites/default/files/imported_files/documents/strategie_nationale_recherche_397269.pdf
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Equality (1059) was signed by the Ministry of Higher Education and Research, the Ministry of 
Women’s Rights and the university authorities (board of university deans, grande école 
representatives and engineering schools). The charter promoted the adoption of gender 
equality measures in universities and research institutions. It remarked on the importance of 
the appointment of gender equality officers, which was later made compulsory. In 2021, the 
NAP against gender-based and sexual violence in higher education for 2021–2025 was 
approved (1060), which sets out a core strategic plan with 21 defined measures. In addition, 
there is an active national network of gender equality and diversity officers from French RPOs 
called the Permanent Conference of Equality and Diversity Officers (1061). It brings 
together universities and grandes écoles to exchange information on their practices and the 
different ways of implementing policies aiming to improve equality between women and men, 
respect diversity and fight against discrimination. It also offers resources for the fight against 
sexual and gender-based violence and against all types of discrimination, whether they 
concern staff of HEIs or students. 

The INSA Rouen GEP (1062) was first adopted in 2020 (after the introduction of Law No 2019-
828, which made action plan compulsory for every public establishment). It is divided into 
four axes of action (assessing, preventing and treating pay gaps; ensuring equal access for 
women and men to bodies, grades and jobs; balancing personal and professional life; fighting 
sexual and gender-based violence, harassment and discrimination). Each axis includes 
strategic and specific objectives. 

11.3.2.3. Portugal 

Portugal has implemented several gender equality policies at all levels. At the national level, 
public policies for gender equality have been implemented through the Fourth national plan 
for equality, gender, citizenship and non-discrimination 2011–2013 (1063) and the Fifth 
national plan for equality, gender, citizenship and non-discrimination 2014–2017 (1064). 
These plans are divided into strategic areas. Strategic area 6 is entirely devoted to 
investigation and society of knowledge, which clearly addresses the issue of gender equality. 
The most recent national strategy is the National Strategy for Equality and Non-
Discrimination 2018–2030 (1065), which is composed of three action plans (action plan for 
equality between women and men; action plan to prevent and combat violence against 
women and domestic violence; action plan to combat discrimination of sexual orientation, 
gender identity and expression, and sexual characteristics). This national strategy is largely 
focused on the integration of the gender perspective into R&I. 

 

(1059) Ministry of Higher Education and Research, Ministry of Women’s Rights and the university authorities (2013), 
Charter on Gender Equality, Paris (https://franceuniversites.fr/wp-
content/uploads/2013/01/chartes_dossier_couv_239902.pdf). 

(1060) https://www.enseignementsup-recherche.gouv.fr/sites/default/files/2022-11/plan-national-d-action-contre-les-
violences-sexistes-et-sexuelles-dans-l-enseignement-sup-rieur-et-la-recherche-13730.pdf. 

(1061) Permanent Conference of Equality and Diversity Officers (n.d.), ‘Qui somme-nous?’ (https://www.cped-
egalite.fr/cped/#qui). 

(1062) https://www.insa-rouen.fr/en/research/hrs4r-human-resources-strategy-researchers. 
(1063) Government of Portugal (2018), National Strategy for Equality and Non-Discrimination, Diário da República, 

No 1, 21 May (https://www.cig.gov.pt/wp-content/uploads/2014/02/2011_5_RCM.pdf). 
(1064) Council of Ministers (2013), Fifth national plan for equality, gender, citizenship and non-discrimination 2014–

2017, Diário da República, No 253, 31 December, pp. 7036–7049 (https://www.cig.gov.pt/wp-
content/uploads/2014/01/V_PL_IGUALD_GENERO.pdf). 

(1065) https://www.cig.gov.pt/wp-content/uploads/2018/07/Resol_Cons_-Ministros_61_2018.pdf. 

https://franceuniversites.fr/wp-content/uploads/2013/01/chartes_dossier_couv_239902.pdf
https://franceuniversites.fr/wp-content/uploads/2013/01/chartes_dossier_couv_239902.pdf
https://www.enseignementsup-recherche.gouv.fr/sites/default/files/2022-11/plan-national-d-action-contre-les-violences-sexistes-et-sexuelles-dans-l-enseignement-sup-rieur-et-la-recherche-13730.pdf
https://www.enseignementsup-recherche.gouv.fr/sites/default/files/2022-11/plan-national-d-action-contre-les-violences-sexistes-et-sexuelles-dans-l-enseignement-sup-rieur-et-la-recherche-13730.pdf
https://www.cped-egalite.fr/cped/#qui
https://www.cped-egalite.fr/cped/#qui
https://www.insa-rouen.fr/en/research/hrs4r-human-resources-strategy-researchers
https://www.cig.gov.pt/wp-content/uploads/2014/02/2011_5_RCM.pdf
https://www.cig.gov.pt/wp-content/uploads/2014/01/V_PL_IGUALD_GENERO.pdf
https://www.cig.gov.pt/wp-content/uploads/2014/01/V_PL_IGUALD_GENERO.pdf
https://www.cig.gov.pt/wp-content/uploads/2018/07/Resol_Cons_-Ministros_61_2018.pdf
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By offering an evidence-based and contextualised understanding of gender in research within 

Portugal, an Elsevier report (1066) highlights that the representation of women across the 

STEM fields is greater in Portugal than in several of the seven founding Member States. In 

addition, Portugal is the Member State closest to achieving gender parity in the research field, 

as women represent nearly half of researchers (48 %). Nonetheless, the gender gap is 

largest among more senior researchers and shrinks among those earlier in their careers 

across all subject areas. Across the STEM subject areas, there is gender parity among 

doctoral graduates in Portugal, but that trend is not continued further along the career 

pathway. In Portugal, 44 % of researchers are women. However, only 30 % of heads of 

institutions in the HES are women, which illustrates the unevenness of the representation of 

women in governing bodies. In terms of the gender pay gap, Portugal performs better than 

other Member States. Nonetheless, the data show that 80 % more women than men work 

under precarious contracts, which demonstrates disparity in gender inclusion. Regarding the 

STEM disciplines, women are under-represented in the physical sciences, although their 

representation exceeds the EU average. The divergences in the physical sciences field and 

the under-representation of women in governing bodies remain an issue in Portugal. 

At the institutional level, within the framework established by the National Strategy for 
Equality and Non-Discrimination 2018–2030, the most recent policy development is the 
Gender equality in higher institutions project (1067), launched in 2019. This project aims 
to promote gender equality measures in universities and research organisations by making 
recommendations and giving policy advice on improving gender equality practices. 

The University of Beira Interior implemented its first GEP in 2011 (before any Portuguese law 
made GEPs compulsory). As a complementary source, the university publishes a report on 
gender equality every year. The GEP of the University of Beira Interior (1068) is divided into 
seven actions, which include women’s representativity, reconciliation of work and family life 
and the visualisation and awareness of gender inequalities in the institution. In addition, each 
action sets out the time frame in which it must be implemented and the indicators that are 
used to monitor the specific objectives. 

11.3.2.4. Italy 

Italy has promoted gender equality policies through various gender equality laws. At the 
national level, the National Code of Equal Opportunities between Women and Men (1069) 
was established by Legislative Decree No 198 in 2006. This code makes the adoption of a 
PAP compulsory for all public bodies (including universities and research organisations). The 
most recent strategy adopted is the National Strategy for Gender Equality (1070), launched 
in 2021. The actions included in this strategy are only recommendations. Despite this, these 
actions constitute important gender equality advances, such as the allocation of ad hoc funds 

 

(1066) Francescon, D. (2021), ‘Portugal leads in gender equality in research: What can we learn from their leaders?’, 
Elsevier (https://www.elsevier.com/connect/portugal-leads-in-gender-equality-in-research-what-can-we-learn-
from-their-leaders). 

(1067) Government of Portugal (n.d.), ‘Project GE-HEI – Documents’ (https://gehei.dges.gov.pt/news/documents). 
(1068) https://www.ubi.pt/Ficheiros/Entidades/91383/Plano%20de%20igualdade%20de%20género3.pdf. 
(1069) Legislative Decree No 198 National Code of Equal Opportunities between Women and Men, 31 May 2006 

(https://www.altalex.com/documents/codici-altalex/2011/09/19/codice-delle-pari-opportunita-tra-uomo-e-
donna). 

(1070) Government of Italy (2021), National Strategy for Gender Equality 
(https://www.pariopportunita.gov.it/media/2022/national-strategy-for-gender-equality-2021-26.pdf). 

https://www.elsevier.com/connect/portugal-leads-in-gender-equality-in-research-what-can-we-learn-from-their-leaders
https://www.elsevier.com/connect/portugal-leads-in-gender-equality-in-research-what-can-we-learn-from-their-leaders
https://gehei.dges.gov.pt/news/documents
https://www.ubi.pt/Ficheiros/Entidades/91383/Plano%20de%20igualdade%20de%20género3.pdf
https://www.altalex.com/documents/codici-altalex/2011/09/19/codice-delle-pari-opportunita-tra-uomo-e-donna
https://www.altalex.com/documents/codici-altalex/2011/09/19/codice-delle-pari-opportunita-tra-uomo-e-donna
https://www.pariopportunita.gov.it/media/2022/national-strategy-for-gender-equality-2021-26.pdf
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to universities reaching minimum levels of gender representation among female staff and 
students in the STEM sector. 

At the institutional level, the National Research Programme for 2021–2017 (1071) is the main 
document for R&D and was launched by the Ministry of University and Research. The 
recommendations given in this programme include gender balance in recruitment and the 
encouragement of research institutions to include a gender perspective in research. Italy’s 
Roadmap towards the European Research Area (1072) sets its priority 4 as ensuring gender 
equality and gender mainstreaming in research, achieving gender balance in leadership 
positions of research organisations and promoting actions to improve the balance between 
work and family life. 

UNIBO has been active in the promotion and implementation of gender equality policies. This 
institution has already implemented one GEP (2017–2020). Aside from the adoption of GEPs, 
the university has published gender equality reports since 2007 as a result of Legislative 
Decree No 198. The current GEP (2021–2024) (1073) aims to reduce gender inequalities and 
to enhance diversity (age, culture, physical ability, sexual orientation, multilingualism). The 
planning and design actions in the document intend to give continuity and coherence to 
previous policies and explore goals and actions that can overcome the remaining obstacles 
to gender equality. An innovative aspect of this GEP is that every objective detailed in the 
document is accompanied by information on the financial resources necessary to implement 
it. This is useful in order to discern the real cost of gender equality policies. 

11.3.3. National monitoring and evaluation frameworks to promote gender 
equality in research and innovation 

GEPs in R&I are a key tool supporting gender equality, especially now that having a GEP 
has become an eligibility criterion for public bodies, HEIs and research organisations to 
access Horizon Europe funding. Therefore, monitoring instruments working with indicators 
are key to determining the level of implementation and quantifying the progress towards 
targets. The Mediterranean countries selected for this case study have launched several 
initiatives and programmes at the national level in order to attain the gender equality 
objectives of their national strategies. 

Spain monitors gender equality using several indicators, the information for which comes 
from public institutions collecting data. The National Statistics Institute, the Sociological 
Research Centre, the Ministry of Equality and the Ministry of Science and Innovation are the 
main institutions that monitor the status of gender equality in Spain. The Ministry of Science 
and Innovation has promoted the creation of Women Scientists in Figures 2021 (1074), 
which compiles indicators and data from Spanish public bodies and synthesises them in a 
unique report dedicated to the status of women’s role in the R&I sector. This initiative was 
created in order to attract and retain the talent of women in science and to move towards 
their full participation in all fields and at all levels. The report is divided into five chapters, 
which assess the role of women in every stage (students, career advancement, presence 
and participation in higher education, presence in decision-making institutions, etc.). The 
report is broad, as it tracks various series of data covering the whole country, including public 

 

(1071) Ministry of University and Research (2020), National Research Programme for 2021–2017, Rome 
(https://www.mur.gov.it/sites/default/files/2021-01/Pnr2021-27.pdf). 

(1072) https://era.gv.at/public/documents/2893/IT_ERA_Roadmap_en.pdf. 
(1073) https://www.unibo.it/en/university/who-we-are/gender-equality-plan. 
(1074) Ministry of Science and Innovation (2021), Women Scientists in Figures 2021, Madrid 

(https://www.ciencia.gob.es/InfoGeneralPortal/documento/dc8689c4-2c47-4aaf-97ce-874bd0b5a081). 

https://www.mur.gov.it/sites/default/files/2021-01/Pnr2021-27.pdf
https://era.gv.at/public/documents/2893/IT_ERA_Roadmap_en.pdf
https://www.unibo.it/en/university/who-we-are/gender-equality-plan
https://www.ciencia.gob.es/InfoGeneralPortal/documento/dc8689c4-2c47-4aaf-97ce-874bd0b5a081


 

273 
 

and private universities and research institutions. Some of the indicators included in this 
report are the share of women who obtained a doctoral degree between 2013 and 2018, the 
proportion of researchers in higher education by sex and scientific technological area and the 
proportion of women researchers by region and sector of execution. This report is useful for 
assessing the extent of gender equality policies in Spanish universities and research 
institutions. Similar efforts have taken place in NGOs such as Red Cross Spain, which is 
working to implement a periodic evaluation system of job positions to try to reduce the wage 
gap and to develop quantifiable, objective criteria to measure gender equality (1075). 

In the CSIC, the GEP is monitored through an annual evaluation report. This evaluation 
contains several indicators that measure the level of accomplishment of the defined 
objectives. Some of these indicators are also present in the Women Scientists in Figures 
reports. Nevertheless, the indicators included in the CSIC annual evaluation report are 
focused on the internal dynamics of the institution. Some of these indicators are the number 
of men and women in the research career, the difference in the overall annual remuneration 
between the sexes in each group, and the number of men and women in bargaining and 
social representation bodies. 

The French Ministry of National Education and Youth and the Ministry of Higher Education 
and Research jointly launched the National action plan for the professional equality 
between men and women 2021–2023 (1076). It was created to promote equality between 
women and men in the education sector. Furthermore, this plan is expected to be renewed 
every 3 years. The NAP is divided into five axes and each has its own indicators for the 
purpose of tracking improvement in each measure. For instance, some of the indicators 
included in this plan are the number of academies equipped with balanced recruitment boards 
and the percentage of the workforce in each role by gender and by category of establishment. 
This action plan is of vital importance to determine the gaps in and weaknesses of French 
education establishments in terms of gender equality. 

To evaluate the implementation of its GEP, INSA Rouen produces an annual monitoring 
report. The National action plan for the professional equality between men and women 2021–
2023 contains general indicators that can be used by any HEI in the French territory. INSA 
Rouen’s GEP covers several indicators recommended by this plan but includes others that 
are related to the engineering sector, such as the numbers of men and women under the 
category of teacher researchers and the shares of men and women in research, training and 
technical roles. 

The government of Portugal published the Monitoring report of the national strategy for 
equality and non-discrimination 2018–2030 (1077). This monitoring report responds to the 
measures adopted by the three action plans that compose the national strategy for the first 
4 years (2018–2021). Within this period, three monitoring reports were released, one each in 
2018, 2019 and 2020. The most recent monitoring report is from 2020 and it is divided into 
three strategic objectives. This monitoring report is focused on the action plan to combat 
discrimination of sexual orientation, gender identity and expression, and sexual 

 

(1075) Red Cross Spain (2022), Memoria 2021, Madrid, p. 191 
(https://www2.cruzroja.es/documents/5640665/1185387599/MEMORIA+FINAL+INTEGRADA+2021.pdf/ac624
e00-6d18-d178-8b49-799dbb4db8ba?t=1658477687114). 

(1076) Ministry of National Education and Youth and Ministry of Higher Education and Research (2021), National 
action plan for the professional equality between men and women 2021–2023, Paris 
(https://www.education.gouv.fr/le-ministere-s-engage-pour-l-egalite-professionnelle-9284). 

(1077) Government of Portugal (2021), Monitoring report of the national strategy for equality and non-discrimination 
2018–2030, Lisbon (https://www.cig.gov.pt/wp-content/uploads/2021/07/Relatorio-Intercalar-de-Monitorizacao-
2020-PAOIEC.pdf). 

https://www2.cruzroja.es/documents/5640665/1185387599/MEMORIA+FINAL+INTEGRADA+2021.pdf/ac624e00-6d18-d178-8b49-799dbb4db8ba?t=1658477687114
https://www2.cruzroja.es/documents/5640665/1185387599/MEMORIA+FINAL+INTEGRADA+2021.pdf/ac624e00-6d18-d178-8b49-799dbb4db8ba?t=1658477687114
https://www.education.gouv.fr/le-ministere-s-engage-pour-l-egalite-professionnelle-9284
https://www.cig.gov.pt/wp-content/uploads/2021/07/Relatorio-Intercalar-de-Monitorizacao-2020-PAOIEC.pdf
https://www.cig.gov.pt/wp-content/uploads/2021/07/Relatorio-Intercalar-de-Monitorizacao-2020-PAOIEC.pdf
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characteristics. Some of the indicators included in this monitoring report are the number of 
national proposals for international and bilateral initiatives on sexual orientation, gender 
identity and expression and the number of projects supported on the development of training 
actions with employers and social partners. 

The University of Beira Interior produces an annual report that effectively assesses the 
state of play of gender equality in the institution. As the current national monitoring framework 
is focused on characteristics other than gender (e.g. sexual orientation), the monitoring 
framework of the institution contains several indicators related to the university’s dynamics. 
Some of the indicators included in the annual report are the numbers of men and women 
department chairs, the numbers of foreign male and female workers by nationality and the 
numbers of men and women on competition boards and commissions nominated and/or 
appointed by the university. 

A notable initiative to promote gender equality in Italy is the National Strategy for Gender 
Equality (1078). This strategy addresses several institutions; it is not focused on R&I 
institutions. Nevertheless, the actions and recommendations in this document directly affect 
R&I institutions. It contains a section devoted to indicators used to track progress on gender 
parity. Some of the indicators included that can be used to measure gender equality in R&I 
institutions are the difference in female and male employment rates, the gender pay gap for 
graduate workers and the percentages of female students enrolling in degree courses in 
STEM disciplines. 

UNIBO monitors its GEP through an annual report that assesses the level of implementation 
of the GEP and makes recommendations. This monitoring report shares some indicators with 
the National Strategy for Gender Equality, such as the percentages of female students 
enrolling in degree courses in STEM disciplines; it also includes others, such as the number 
of initiatives for raising awareness of women role models and training seminars or guidelines 
on integrating sex/gender into teaching curricula. 

11.3.4. Key factors that allow for the effective implementation of gender equality 
plans in selected institutions 

The effective implementation of GEPs is fundamental to promoting and enforcing gender 
equality in R&I. Monitoring and evaluating GEP implementation enables a deeper 
understanding of whether there is a transformative dynamic and the identification of the main 
areas of resistance to implementing change. Institutions in Spain, France, Italy and Portugal 
have previous experience of the implementation of GEPs. Several key factors enhance the 
effectiveness of GEPs in the institutions selected for this case study. 

• The role of top-level decision-making bodies has been identified as a key factor that 
allows for the effective implementation of the GEP in an institution. GEPs are instruments 
that address the institution, whether it is a university or a research organisation. The 
correct engagement of decision-making bodies is crucial to ensure the involvement of all 
departments that may be affected by the measures adopted in the GEP. If the decision-
making bodies decide to oppose or are reluctant to adopt the GEP, the implementation 
is likely to be unsuccessful. Qualified personnel from the University of Beira Interior 
(Portugal) indicated that, in the initial stages, they encountered resistance from key 
decision-makers towards the implementation of measures aiming to improve the gender 

 

(1078) Government of Italy (2021), National Strategy for Gender Equality 
(https://www.pariopportunita.gov.it/media/2022/national-strategy-for-gender-equality-2021-26.pdf). 

https://www.pariopportunita.gov.it/media/2022/national-strategy-for-gender-equality-2021-26.pdf
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balance of recruitment panels. The governing body refused to implement the measures, 
alleging that the selection panels had to be composed of qualified personnel. In the end, 
the measures were adopted by the university owing to pressure from EU legislation. 

• Efficient coordination and communication between the departments involved in GEP 
implementation across the institution is another key factor. The departments that apply 
and are affected by the measures adopted in a GEP have diverse natures and the 
specific departments affected may vary between institutions. INSA Rouen is part of a 
decentralised French institution that does not use one general overarching GEP. Each 
National Institute of Applied Sciences centre is in charge of developing its own GEP. 
Interviewees from INSA Rouen highlight that the body charged with the implementation 
of the GEP is not always the Gender Equality Unit, but the Human Resources 
Department. Efficient coordination and communication between the two departments is 
necessary in order to implement the measures set out in the GEP. Compromise between 
multiple bodies is also a key factor, according to researchers from the CSIC in Spain. 
The CSIC is a large institution in which communication between the different branches 
devoted to gender equality is essential to ensure the effective implementation of the GEP 
in all CSIC centres. In third sector organisations, such as the NGOs Spanish National 
Organization of the Blind (Organización Nacional de Ciegos Españoles (ONCE) and Red 
Cross Spain, specific bodies have been created to monitor and guide the different 
sections and departments towards the established gender equality goals, namely the 
ONCE group’s Equality of Opportunities Observatory (1079) and the Gender and Equality 
Commission of the National Committee of Red Cross Spain (1080). 

• Training the professionals responsible for the implementation of a GEP in an 
institution is an important factor contributing to the effective implementation of the GEP. 
Stakeholders interviewed for this case study emphasise that sometimes the GEP cannot 
be applied as intended owing to some staff’s limited knowledge on gender equality (1081). 
For instance, the Spanish foundation ONCE has a specific axis (axis 7) in its GEP 
(adopted in 2015) concerning the professional development of personnel, acknowledging 
the importance of this training (1082). This axis was renewed in the Commitment 
Framework for Gender Equality in 2021 (1083). 

The introduction of the Horizon Europe GEP eligibility criterion is a key factor that 
allows for the effective implementation of GEPs in the institutions. Most of the four 
institutions selected had adopted GEPs before the introduction of the Horizon Europe 
eligibility criterion (1084). Nevertheless, the latest GEP in each institution includes a number of 
elements that are in line with the requirements of the Horizon Europe eligibility criterion. 

 

(1079) ONCE (2021), Commitment Framework for Gender Equality, Madrid 
(https://www.fundaciononce.es/sites/default/files/Marco%20de%20compromiso%20IGEN_AEFONCE%20apro
bado%20CD20211210.pdf). 

(1080) Red Cross Spain (2022), Memoria 2021, Madrid, p. 191 
(https://www2.cruzroja.es/documents/5640665/1185387599/MEMORIA+FINAL+INTEGRADA+2021.pdf/ac624
e00-6d18-d178-8b49-799dbb4db8ba?t=1658477687114). 

(1081) Information obtained from interviews conducted with a representative of the CSIC (Spain). 
(1082) https://www.igualdadenlaempresa.es/redEmpresas/distintivo/docs/II_PdI_Fundacion_ONCE.pdf. 
(1083) ONCE (2021), Commitment Framework for Gender Equality, Madrid 

(https://www.fundaciononce.es/sites/default/files/Marco%20de%20compromiso%20IGEN_AEFONCE%20apro
bado%20CD20211210.pdf). 

(1084) European Commission (n.d.), ‘Gender equality in research and innovation’ (https://research-and-
innovation.ec.europa.eu/strategy/strategy-2020-2024/democracy-and-rights/gender-equality-research-and-
innovation_en). 

https://www.fundaciononce.es/sites/default/files/Marco%20de%20compromiso%20IGEN_AEFONCE%20aprobado%20CD20211210.pdf
https://www.fundaciononce.es/sites/default/files/Marco%20de%20compromiso%20IGEN_AEFONCE%20aprobado%20CD20211210.pdf
https://www2.cruzroja.es/documents/5640665/1185387599/MEMORIA+FINAL+INTEGRADA+2021.pdf/ac624e00-6d18-d178-8b49-799dbb4db8ba?t=1658477687114
https://www2.cruzroja.es/documents/5640665/1185387599/MEMORIA+FINAL+INTEGRADA+2021.pdf/ac624e00-6d18-d178-8b49-799dbb4db8ba?t=1658477687114
https://www.igualdadenlaempresa.es/redEmpresas/distintivo/docs/II_PdI_Fundacion_ONCE.pdf
https://www.fundaciononce.es/sites/default/files/Marco%20de%20compromiso%20IGEN_AEFONCE%20aprobado%20CD20211210.pdf
https://www.fundaciononce.es/sites/default/files/Marco%20de%20compromiso%20IGEN_AEFONCE%20aprobado%20CD20211210.pdf
https://research-and-innovation.ec.europa.eu/strategy/strategy-2020-2024/democracy-and-rights/gender-equality-research-and-innovation_en
https://research-and-innovation.ec.europa.eu/strategy/strategy-2020-2024/democracy-and-rights/gender-equality-research-and-innovation_en
https://research-and-innovation.ec.europa.eu/strategy/strategy-2020-2024/democracy-and-rights/gender-equality-research-and-innovation_en
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• The CSIC (Spain). The CSIC’s latest GEP was adopted in March 2022. This GEP 
includes all the recommended thematic areas of the Horizon Europe eligibility criterion: 
work–life balance and organisational culture; gender balance in leadership and decision-
making; gender equality in recruitment and career progression; integration of the gender 
dimension into research and teaching content; measures against gender-based violence, 
including sexual harassment. In addition, the CSIC’s latest GEP has a special focus on 
the integration of the gender dimension into research as requested by Spanish legislation 
and the Horizon Europe eligibility criterion. 

• INSA Rouen (France). INSA Rouen’s latest GEP was adopted in 2020, before the 
enforcement of the Horizon Europe eligibility criterion. It covers some of the 
recommended thematic areas of the Horizon Europe criterion that are present in INSA 
Rouen’s GEP: work–life balance and organisational culture; gender balance in 
leadership and decision-making; gender equality in recruitment and career progression 
and measures against gender-based violence, including sexual harassment. INSA 
Rouen’s GEP includes activities regarding the integration of the gender dimension into 
research, but it is not one of the GEP’s thematic priorities. 

• University of Beira Interior (Portugal). The latest GEP of the University of Beira was 
adopted in 2022. This GEP includes the following recommended thematic areas of the 
Horizon Europe eligibility criterion: work–life balance and organisational culture; gender 
balance in leadership and decision-making; gender equality in recruitment and career 
progression; and measures against gender-based violence, including sexual 
harassment. This GEP does not include the integration of the gender dimension into 
research and teaching content as one of its priorities. 

• UNIBO (Italy). The latest UNIBO GEP was adopted in 2021. In this case, the thematic 
areas correspond to the recommended areas of the Horizon Europe eligibility criterion. 
In addition, UNIBO’s GEP is focused on intersectionality and the inclusion of difference 
beyond gender in their institutional framework 

The four institutions selected apply the thematic areas and criteria recommended by Horizon 
Europe. The CSIC (Spain) and UNIBO (Italy) show better alignment with the Horizon Europe 
recommendations, while the University of Beira Interior and INSA Rouen do not cover all the 
thematic areas of the Horizon Europe eligibility criterion. The impact of the Horizon Europe 
eligibility criterion on gender equality in the institutions is described in Section 11.3.5. 

11.3.5. Impact of EU and national policies/programmes supporting or imposing 
gender equality plans on gender equality in the research and innovation 
institutions 

EU and national policies on gender equality have been fundamental to progress in the field. 
One of the main contributions of Horizon Europe in promoting gender equality is the GEP 
eligibility criterion for public bodies, HEIs and research organisations. In addition, several 
Mediterranean countries have adopted similar measures at the national level to align 
themselves with this eligibility criterion. 

As highlighted in Section 11.3.4, Mediterranean research organisations and universities 
acknowledge that the Horizon Europe eligibility criterion has been vital to implementing and 
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improving gender equality policies in their institutions (1085). Thanks to the importance given 
to this area in EU policies, many universities and research organisations have been able to 
implement and improve their gender equality policies. Stakeholders consulted for this case 
study state that, without the European provisions and efforts in the field, gender equality 
policies in R&I would not have developed to the same extent or have had the same impact. 

Some institutions had started to develop institutional policies similar to GEPs before the 
introduction of the Horizon Europe eligibility criterion. According to an Elsevier report (1086), 
Portugal’s success in gender equality policies is due to its implementation of policies at all 
levels (national, regional, local), combined with outreach and communication efforts to 
promote the idea that women can have successful careers as researchers. The key to the 
success of gender policies in Portugal is that changes come from the top and are embedded 
in the national culture. At the institutional level, the University of Beira Interior has been a 
pioneer in Portugal in the implementation of GEPs. It adopted its first GEP in 2011 (1087). In 
2013, the university created a Gender Equality Commission whose main task is to develop 
an annual report on the status of gender equality in the institution. The institution indicates 
that its advancement of gender equality would not have been the same without the impulse 
of EU policies and the prioritisation of the gender dimension. Experienced professionals from 
the CSIC (1088) (Spain) argue, however, that the mere existence of GEPs does not guarantee 
their effective implementation and that some institutions may have gender equality policies 
only to comply with European gender policies. In their institution, the Women and Science 
Commission was created in order to emulate the existing EU Women and Science 
Commission. The CSIC’s first GEP was adopted in 2013 to align the institution with the 
legislation established by the Spanish General Administration and the EU. 

All these measures were adopted not only to comply with the national legislation, but to 
generate solid changes in the institutions. Professionals from INSA Rouen also indicate that 
the existence of national legislation requiring the adoption of GEPs or similar policies is the 
first step. The next step – their effective implementation – however, is a step that is not 
guaranteed by the mere existence of the policy. Nonetheless, they consider that, in the 
absence of national legislation, they would have implemented gender equality measures on 
a voluntary basis, though it is challenging to estimate whether other French R&I institutions 
would have done the same. In Italy, national legislation requires public administrations, 
including public research organisations and universities, to have PAPs. In view of the Horizon 
2020 requirements, many universities and research organisations are now developing GEPs, 
as the PAPs do not meet all EU requirements. The advancement of the PAPs in the Italian 
institutions has been facilitated by the Horizon Europe eligibility criterion. 

The GEPs in the institutions selected have had a fundamental impact on the creation of new 
practices and improvements regarding gender equality. In the four Mediterranean institutions 
selected, considerable improvements in transparency and communication and the creation 
of new networks were observed after the adoption of the GEPs. 

In Spain, the GEP of the CSIC (1089), adopted in March 2022, aims to achieve the effective 
consolidation of the principle of equal treatment and equal opportunities in all areas for 

 

(1085) Information obtained from interviews conducted with representatives of the CSIC and the University of Beira 
Interior. 

(1086) Francescon, D. (2021), ‘Portugal leads in gender equality in research: What can we learn from their leaders?’, 
Elsevier (https://www.elsevier.com/connect/portugal-leads-in-gender-equality-in-research-what-can-we-learn-
from-their-leaders). 

(1087) Information obtained from interviews conducted with a representative of University of Beira Interior (Portugal). 
(1088) Information obtained from interviews conducted with a representative of CSIC (Spain). 
(1089) https://www.csic.es/sites/default/files/2023-09/iii_pig_aecsic.pdf. 

https://www.elsevier.com/connect/portugal-leads-in-gender-equality-in-research-what-can-we-learn-from-their-leaders
https://www.elsevier.com/connect/portugal-leads-in-gender-equality-in-research-what-can-we-learn-from-their-leaders
https://www.csic.es/sites/default/files/2023-09/iii_pig_aecsic.pdf
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women and men at the CSIC through awareness raising, the training of all public employees 
in this area and support for the reconciliation of personal, family and working life and co-
responsibility. These objectives are focused on several priority areas, such as working 
conditions and career development; co-responsibility and the reconciliation of personal, 
family and work life; violence against women; and intersectionality and situations of special 
protection. As mentioned in Section 11.3.4, the priorities set out in the GEP are monitored by 
an annual evaluation in which each objective and priority area is assessed. In addition, there 
are two institutions whose main objective is to oversee and ensure the implementation of the 
GEP: the Women and Science Commission at the institutional level and the Equality 
Committees, which oversee the implementation of the GEP in every CSIC centre. The CSIC’s 
GEP introduces a series of measures designed to reduce gender imbalances within the 
institution. The CSIC interviewees observed a gender imbalance in STEM careers. To reduce 
this imbalance, the GEP includes a measure to promote STEM fields to children and young 
people through awareness-raising and dissemination actions in educational centres. 
Furthermore, the GEP also includes several measures related to other priority areas, such 
as the guarantee of gender-balanced presence in the posts that make up selection bodies, 
the inclusion of childcare and child-rearing costs in the social action plan and the adaptation 
of the forms used by the CSIC so that they use inclusive language. 

As the CSIC’s GEP was launched fairly recently in March 2022, the annual evaluation was 
not available at the time of conducting this study. Nonetheless, the previous GEP (launched 
in 2015) has made relevant changes to the institution. One of the most important changes 
thanks to the adoption of the GEP is the mandatory inclusion of a gender dimension in 
research content, which helps to foster better academic results. This ‘new’ area of action was 
adopted to be in line with the recommended areas of the Horizon Europe eligibility criterion. 
In addition, several activities, conferences and seminars have been carried out as part of 
Equality in the CSIC initiative, helping to enrich the debate about gender equality policies. 

In France, INSA Rouen adopted its GEP in 2020 (for 2021–2023) (1090). The main objectives 
of the GEP are to foster gender equality in the institution and to promote equal access to 
education in engineering, work opportunities and conditions for INSA Rouen Normandie 
engineer students. These objectives are divided into four priority areas (axes): undertaking 
the evaluation, prevention and treatment of pay differentials; ensuring equal access of women 
and access to bodies, grades and jobs; improving connections between personal life and 
professional life; and fighting against sexual and gender-based harassment and 
discrimination. As highlighted in Section 11.3.4, these objectives and priority areas are 
monitored annually using the indicators set out in the GEP. The departments in charge of 
overseeing the correct implementation of the GEP are the Human Resources Department 
and the Gender Equality Group (the group in charge of implementing and designing the 
GEP). In addition, this GEP is complemented by the human resources strategy: the European 
HRS4R (1091). INSA Rouen interviewees have observed a major gender imbalance in the 
discipline of mechanical engineering, as the presence of women is residual. The GEP 
presents several measures aiming to reduce these imbalances, such as improving gender 
diversity in the workplace, facilitating the taking of family leave and the return to work at the 
end of leave and raising awareness of the fight against gender stereotypes and discrimination 
through training on professional equality or dedicated communication actions. 

In addition to the implementation of the GEP, INSA Rouen has carried out several activities 
to promote gender equality in the institution (1092), such as conferences about engineering 

 

(1090) https://www.insa-rouen.fr/en/research/hrs4r-human-resources-strategy-researchers. 
(1091) Ibid. 
(1092) https://www.insa-rouen.fr/en/insa-rouen-normandie/corporate-responsibility/climatsup-insa/gender-equality. 

https://www.insa-rouen.fr/en/research/hrs4r-human-resources-strategy-researchers
https://www.insa-rouen.fr/en/insa-rouen-normandie/corporate-responsibility/climatsup-insa/gender-equality
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addressed to high school students, contests for student engineers, presentations aiming to 
address gendered stereotypes of certain careers, the Gender Equality Week, gender equality 
training addressed to INSA Rouen’s staff and the creation of the Staff Support Unit. 

The University of Beira Interior in Portugal launched its first GEP in 2011 (1093). As 
highlighted in Section 11.3.4, the main objectives of the GEP are to guarantee equal 
opportunities and equal treatment between men and women at the University of Beira Interior; 
enable the coexistence of women and men within the academic community; and be an 
example of good practice in the higher education area in Portugal and in Europe, assuming 
internal and external commitment to gender equality. The GEP is divided into seven priority 
areas: the gender-equal opportunities policy; communication, image and language; 
representativeness of women; labour context; reconciliation of family and professional life; 
sexist attitudes and perception of discrimination; and the visualisation and awareness of 
gender inequalities in the institution. As already highlighted, these objectives and priority 
areas are regularly monitored in an annual report of the situation of gender equality; the latest 
report was launched in 2018. The Gender Equality Commission is the unit in charge of 
developing the annual report, as it oversees the implementation of the GEP in the institution. 

Interviewees from the University of Beira have observed a disequilibrium of women in the 
STEM departments and in the boards of recruitment. In order to solve this, the GEP proposes 
the following measures: establishment of strategic goals for gender equality with a view to 
reaching a higher value and maintaining 40–60 % gender representation in all positions in 
the next 10 years; creation of a neutral language guide and promotion of its mandatory use 
in all internal and external communication of the University of Beira Interior; and organisation 
of workshops directed at the students of Covilhã secondary schools to provide guidance and 
reflection on the selection of courses. In addition, since the adoption of the GEP, the 
University of Beira Interior has carried out several activities in order to promote gender 
equality, such as the organisation of conferences and seminars and the creation of the project 
Engineers for a day (1094), the main objective of which is to promote engineering and 
technology among girls attending the third cycle of basic education and secondary education. 

In Italy, UNIBO has a long history in the implementation of GEPs. The latest GEP 
available (1095) was launched in 2021 (for 2021–2024). The main objective of this GEP is to 
implement actions and projects to reduce gender inequalities and to enhance diversity 
regarding age, culture, physical ability, sexual orientation, etc. The GEP is divided into five 
priority areas: work–life balance, organisational culture and combating stereotypes; gender 
balance in top management positions and decision-making bodies; gender equality in 
recruitment and career advancement; gender mainstreaming in research and teaching 
programmes; and combating of gender-based violence, including sexual harassment. These 
five priority areas correspond to the areas proposed and recommended by the European 
Commission. In addition, as highlighted in Section 11.3.1, one of the most innovative aspects 
of this GEP is that it includes information on the financial and human resources necessary to 
implement the measures. The study of the financial and human resources needed is carried 
out by managers of different areas. The funding of the measures included in the GEP comes 
from the university directly. This GEP is monitored through the development of an annual 
monitoring report. 

 

(1093) http://www.igualdadedegenero.ubi.pt/index.php?option=com_content&view=article&id=1267:plano-de-
igualdade-de-genero-da-ubi&catid=114:plano-de-igualdade&Itemid=67. 

(1094) https://www.ubi.pt/Entidade/engenheiras_por_um_dia. 
(1095) https://www.unibo.it/en/university/who-we-are/gender-equality-plan. 

http://www.igualdadedegenero.ubi.pt/index.php?option=com_content&view=article&id=1267:plano-de-igualdade-de-genero-da-ubi&catid=114:plano-de-igualdade&Itemid=67
http://www.igualdadedegenero.ubi.pt/index.php?option=com_content&view=article&id=1267:plano-de-igualdade-de-genero-da-ubi&catid=114:plano-de-igualdade&Itemid=67
https://www.ubi.pt/Entidade/engenheiras_por_um_dia
https://www.unibo.it/en/university/who-we-are/gender-equality-plan
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The department in charge of implementing the GEP is the Human Resources Department; 
there is not a special unit devoted to gender equality or women in the institution. 
Representatives from UNIBO have observed a serious inequality between men and women 
in the STEM and humanities disciplines, while the imbalanced gender representation in 
recruitment bodies also remains a problem. The GEP proposes the following measures in 
order to reduce these imbalances: proposal to amend the regulations to include provisions 
on the need to ensure gender balance in the governing bodies and university committees, 
and the creation of at least two scholarships per year for doctoral dissertations and speciality 
theses analysing culture, society, economics and innovation represented by the introduction 
of gender and diversity variables into social, research and professional contexts. The 
adoption of the GEP in the institution has been fundamentally important, as it has boosted 
the creation of autonomous students’ associations devoted to the study and debate of gender 
equality (e.g. La Mala Educación). There are also transversal courses for soft skills related 
to gender equality and diversity management provided in agreement with the City Council. In 
addition, the GEP has promoted the creation of an anti-violence counselling service in charge 
of supporting students who are victims of gender-based violence or other kinds of violence. 

The four institutions selected have made major changes to their existing GEPs thanks to the 
Horizon Europe eligibility criterion. The CSIC (Spain) has added the mandatory inclusion of 
the gender dimension in research to match the Horizon Europe recommended thematic areas 
and follow the mandatory integration of the gender dimension into R&I content across the 
programme. INSA Rouen (France) has carried out gender equality activities according to the 
requirements of the Horizon Europe recommended areas. In Portugal, the University of Beira 
Interior has recently developed a version of their GEP that includes the five areas 
recommended by Horizon Europe. Finally, the adoption and progress of the GEPs at UNIBO 
has allowed for the identification and analysis of current problems, such as the gender 
inequalities in STEM and the humanities. 

11.3.6. Impact of EU and national policies/programmes supporting or imposing 
gender equality plans on research and innovation quality, efficiency and 
productivity in the institutions 

GEPs are an effective tool to promote gender equality in the field of R&I. For example, as 
highlighted by the GENDERACTION project, a positive correlation appears between the 
share of RPOs with GEPs in a country and its innovation and excellence indicators. This 
means that a higher share of RPOs with GEPs is positively correlated with a country’s 
innovation potential (1096). The correlation between excellence and the implementation of the 
GEPs is of fundamental importance for the institutions selected. As a result, there are several 
initiatives in place addressing gender equality in R&I organisations that aim to improve the 
quality, efficiency and productivity of R&I. Mediterranean research institutions and 
universities have set up various gender equality measures, including GEPs, to improve the 
quality, efficiency and productivity in R&I. 

The implementation of gender equality policies has brought positive contributions to the 
universities and research organisations included in this case study. Firstly, it allowed them to 
participate in diverse projects related to gender issues, such as the Horizon 2020 project 
UNISAFE (1097), in which many Mediterranean institutions have taken part. The adoption of 
gender equality policies has also helped with the improvement of procedures, quality and 

 

(1096) Genderaction (2020), Gender equality and research and innovation performance go hand in hand, briefing 
note No 1 (https://genderaction.eu/wp-content/uploads/2021/07/GENDERACTION_Briefing-Note_Gender-
equality-and-research-performance.pdf). 

(1097) UniSAFE (n.d.), ‘Welcome to the UniSAFE project’ (https://unisafe-gbv.eu). 

https://genderaction.eu/wp-content/uploads/2021/07/GENDERACTION_Briefing-Note_Gender-equality-and-research-performance.pdf
https://genderaction.eu/wp-content/uploads/2021/07/GENDERACTION_Briefing-Note_Gender-equality-and-research-performance.pdf
https://unisafe-gbv.eu/
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transparency, as the collection and publication of data remains a public and open process. 
Furthermore, many institutions have strengthened their internal communication 
procedures through the adoption of GEPs. The implementation of GEPs requires constant 
communication between the different departments/organs that comprise the institutions. GEP 
adoption has enabled the creation of communication channels that have been useful in 
improving coordination and enhancing teamwork in the institutions. 

Interviewees from the University of Beira Interior (Portugal) (1098) highlighted that the adoption 
of gender equality measures fostered a more solid relationship with the university community. 
Since this university is located in an underpopulated region, the implementation of gender 
equality policies has been useful in sharing the university’s mission with all the surrounding 
institutions. Thanks to this measure, the institution has improved its image as an academic 
institution by creating more networks that can improve its productivity and efficiency. In 
addition, the gender equality policies have been fundamental to the creation of working 
groups in which issues such as LGBT rights, intersectionality and gender expression have 
been discussed among the university community. This measure has improved the R&I 
quality of the institution, as the introduction of new and innovative topics through the working 
groups has promoted further investigation of and discussions on important fields. 

In Spain, the CSIC has two institutions in charge of gender equality policies: the Women and 
Science Commission and the Delegated Bureau for Equality. Both organs carry out different 
functions related to gender equality. Interviewees from this institution indicated that the 
creation of these two institutions constitutes an example of good practice that has helped to 
improve not only the status of gender equality in the institution but the communication and 
resource management among departments (1099), thereby improving the overall efficiency 
of the institution. In addition, the CSIC has developed an internal contest called the equality 
label. This is an annual contest in which every CSIC centre is encouraged to present their 
good practices on gender equality. The contest is increasingly popular, and participants 
remark that the creation of these types of initiatives is useful to promote gender equality in 
the institution (1100). Nonetheless, interviewees highlighted that, in relation to the topic of 
research quality and the inclusion of a gender perspective in research proposals, they have 
noted that researchers need support in performing studies for every single research proposal. 
In their specific case, they have noticed that it is difficult to integrate the gender perspective 
into hard science. 

Regarding the third sector, Spanish NGO ONCE has developed a series of certifications 
related to gender-equality accomplishments (1101). Other remarkable improvements have 
been the development of indicators on gender equality, coordination with other entities 
(e.g. CERMI Women’s Foundation) and participation and involvement in programmes 
concerning this issue – namely the Companies for Diversity programme(1102). 

In France, representatives from INSA Rouen highlight that one of the main impacts of GEPs 
on R&I productivity is the improvement in cooperation between the Human Resources 
Department and the Gender Equality Group (1103). As the GEP in this institution is 
implemented and designed by these two groups, since the first implementation of the GEP 
the internal communication between the two departments has been strengthened, improving 

 

(1098) Information obtained from interviews conducted with a representative of the University of Beira Interior 
(Portugal). 

(1099) Information obtained from interviews conducted with a representative of the CSIC (Spain). 
(1100) Ibid. 
(1101) https://www.fundaciononce.es/es/transparencia/plan-de-igualdad. 
(1102) https://www.fundaciononce.es/es/que-hacemos/igualdad-y-diversidad. 
(1103) Information obtained from interviews conducted with a representative of INSA Rouen (France). 

https://www.fundaciononce.es/es/transparencia/plan-de-igualdad
https://www.fundaciononce.es/es/que-hacemos/igualdad-y-diversidad
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the productivity and efficiency of the institution. In addition, interviewees from INSA Rouen 
highlighted the improvement of the institution in terms of transparency, which in turn improves 
the quality of the institution. The introduction of the GEP has boosted the transparency of 
the institution through the openness about GEP implementation and the compulsory 
publication of the data collected. 

In Italy, interviewees from UNIBO highlighted that the GEP has been a useful tool that has 
gathered all university sectors (academic staff, technical staff and students) and increased 
the cooperation among them in order to fulfil the objectives set out in the GEP (1104). This 
cooperation has resulted in the creation of working groups and student associations that 
study the concept of gender equilibrium, thereby improving the quality of the institution. 

11.3.7. Useful indicators to measure the state of play and progress on gender 
equality 

The institutions selected have developed several indicators to monitor the progress of their 
GEPs. Due to the different nature of each institution, the indicators listed in Table 25 monitor 
different organisational aspects. These indicators are examples of different gender 
dimensions (pay gap, number of women researchers, number of women in governing bodies, 
etc.) that should be included in a GEP to assess the relevance, objectives and progress of 
GEP implementation and its effects in each institution. 

Table 25 presents an overview of the main indicators given in the institutions’ GEPs that may 
be useful when assessing the state of play in gender equality in the new ERA. 

Table 25. Overview of indicators proposed by the institutions in this case study 

Indicator Description Data source Country  

Number of 
men and 
women in 
governing 
bodies within 
the CSIC 

This indicator measures 
the number of men and 
women in governing bodies 
within the CSIC, such as 
the presidency, deputy vice 
presidency and general 
secretariat 

CSIC GEP 
(2022) 

Spain 

Distribution 
of men and 
women 
according to 
their 
category in 
the research 
career 

This indicator measures 
the number of men and 
women according to their 
type of contract/category 
(predoc, postdoc, Ramón y 
Cajal researchers, 
distinguished researchers, 
other researchers) 

CSIC GEP 
(2022) 

Spain 

Percentage 
of staff who 
took paternity 
leave in 
relation to 
staff who did 
not take 

This indicator measures 
the percentage of male 
staff who decided to take 
paternity leave in 
comparison with those who 
did not 

INSA Rouen 
GEP (2021–
2023) 

France 

 

(1104) Information obtained from interviews conducted with a representative of UNIBO (Italy). 
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paternity 
leave 

Distribution 
of winners of 
internal 
competitions 
by gender 

This indicator measures 
the number of men and 
women who have 
succeeded in internal 
competitions 

INSA Rouen 
GEP (2021–
2023) 

France 

Number of 
women and 
men by 
seniority 
level 

This indicator measures 
the number of female and 
male staff according to 
their seniority level 

University of 
Beira Interior 
GEP (2011) 

Portugal 

Proportion of 
men’s and 
women’s pay 
by pay grade 

This indicator tries to 
assess the gender pay gap 
within the institution 

University of 
Beira Interior 
GEP (2011) 

Portugal 

Number of 
courses on 
specific 
gender 
dimensions, 
per field of 
research 

This indicator measures 
the number of courses that 
address gender 
dimensions according to 
the field of research 

UNIBO GEP 
(2017–2020) 

Italy 

Number of 
training 
seminars or 
guidelines on 
integrating 
sex/gender 
into teaching 
curricula 

This indicator shows the 
number of training 
seminars that provide 
knowledge on integrating 
sex/gender into teaching 
curricula 

University of 
Beira Interior 
GEP (2017–
2020) 

Portugal 

 

11.3.8. Main challenges, barriers and gaps for institutions and 
policymakers in advancing gender equality plans in the Member 
States’ institutions 

The implementation and adoption of GEPs is a long-term process that gathers various actors 
(governing bodies, professors, staff, students, etc.). The conflict of interests between these 
actors may produce certain discrepancies in the development and definition of the GEP in a 
given institution. In Spain, France, Italy and Portugal, stakeholders from diverse institutions 
explained the main challenges and barriers they have encountered during the implementation 
of their GEPs. 

One of the main challenges regarding the implementation of GEPs in the institutions is the 
resistance to change from the academic community and the top-level decision-making 
actors. The attainment of the measures established in a GEP must be addressed by the 
academic community at large. For instance, the Gender Equality Commission of the 
University of Beira Interior proposed inserting a gender focus into some subjects, and the 
authorities responsible for inserting the gender perspective into the academic curriculum 
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were the professors (1105). In order to ease this adaptation, the commission provided a series 
of training courses to which all members of the academic community were invited. These 
training courses did not have the expected attendance rate, as many of the professors did 
not want to include the gender perspective in their subjects because they considered other 
matters to be more important. 

Limited resources, time and workforce constitute the principal barriers to proper GEP 
development for most institutions. The issue of gender seems to be treated as a secondary 
issue in many institutions and as a result does not receive the necessary resources. 
Interviewees from INSA Rouen stated that the work undertaken regarding the issue of gender 
equality and the Gender Equality Group tasks are not compensated (1106), which means that 
the professionals devoted to the development of the GEP and other gender equality policies 
perform these functions on a voluntary basis. In the CSIC (Spain) (1107), researchers 
highlighted that the development of gender equality policies takes time away from research 
work, technical work, management work, etc. CSIC professionals observed that the lack of 
funding for the development of GEPs and other gender equality policies was also 
unfavourable. They believe that gender equality policies would be more effective if the 
authorities in charge of these matters were better trained and received the necessary 
compensation. 

Finally, key barriers to the development and implementation of inclusive GEPs are the lack 
of available data and the lack of (sufficient) monitoring systems. The main barrier is the 
lack of data regarding sexual orientation, ethnic or racial origin or disability, as these are 
personal data and there is a systematic deficiency in terms of collection. Moreover, in general, 
institutions’ GEPs either do not have a monitoring system to collect data on intersectionality 
in order to measure the state of play and progress over time, or the system is insufficient. 
The combination of these two barriers results in a systematic lack of information. 

Regarding inclusive gender equality policies and plans, UNIBO is the only institution selected 
that includes the concept of intersectionality in its GEP. The other institutions have promoted 
working groups on characteristics independent of gender (sexual orientation, ethnicity), but 
do not address intersectionality directly in their GEPs. Inclusive GEPs consider how the 
linkages between gender and certain other characteristics drive inequality and seek to 
implement actions that address these issues consistently. The inclusive character of GEPs 
may be a source of resistance among some sectors of the R&I community. In the case 
of UNIBO, the latest GEP adopted was very much concerned with the issues of 
intersectionality and diversity. Due to the importance given to intersectionality, the person 
responsible for developing the GEP asked the governing board to rename the GEP the 
diversity and equality plan; this change was not accepted, as the governing board insisted 
on the importance of the gender dimension. Furthermore, another challenge for inclusive 
GEPs is the lack of measures for transgender people. At UNIBO, many transgender 
students complain about the absence of useful measures regarding equality in and 
integration into the institution. The GEP has introduced measures such as allowing members 
of the academic community to change their names without having undergone any medical 
procedure or psychological evaluation. 

 

(1105) Information obtained from interviews conducted with a representative of University of Beira Interior (Portugal). 
(1106) Information obtained from interviews conducted with a representative of INSA Rouen (France). 
(1107) Information obtained from interviews conducted with a representative of the CSIC (Spain). 
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The barriers, challenges and gaps in the promotion of GEPs persist over time. Efforts and 
measures from both policymakers and R&I institutions and universities are required to ensure 
an intersectional approach in the implementation of GEPs. 

11.3.9. Conclusions 

The four Mediterranean countries in this case study have made progress on the achievement 
of gender equality in R&I through the simultaneous advancement of national policies and the 
adoption and implementation of GEPs in R&I organisations. Regarding national legislation, 
the four Mediterranean countries included in this case study have laws in place at the national 
level that regulate gender equality issues at the public sector level. In addition, they have also 
implemented national monitoring frameworks that collect data from different national 
databases. These are complemented by national legislation in the R&I field regarding the 
gender perspective in some Mediterranean countries (i.e. Spain and Portugal). 

The implementation of GEPs has faced several internal and external challenges that are 
common among the four institutions. The resistance from the academic community, 
especially the governing bodies, the lack of human resources and the lack of funding are 
some of the challenges that these institutions have faced. 

The analysis of the GEPs implemented in the four Mediterranean institutions allowed for the 
identification of the following factors that are essential to ensuring effective GEP 
implementation: 

• gain the support and approval of top-level decision-making bodies; 

• ensure efficient and effective coordination and communication among the departments 
involved in GEP implementation; 

• provide training to the staff in charge of GEP implementation. 

The representatives from these organisations highlighted the influential role of the Horizon 
Europe eligibility criterion, as they believed that, without its presence, the implementation of 
GEPs in the Mediterranean region would not have been possible or would have taken much 
longer. The effective implementation of GEPs has also led to several positive outcomes in 
the institutions. In Spain, the CSIC has created an annual contest that allows every CSIC 
centre to present their good practices on gender equality. In France, the creation of the 
Gender Equality Week has increased the awareness of gender equality issues among the 
academic community. In Portugal, the creation of the project Engineers for a day has 
popularised scientific careers among female students. In Italy, the creation of autonomous 
associations of students and working groups has fostered a deeper debate on gender 
equality issues. Furthermore, these positive outcomes have also influenced the quality, 
efficiency and general productivity of the decision-making processes in the institutions. 

The organisations selected have GEPs in place that fulfil the Horizon Europe requirements. 
The experiences of these four organisations are clear examples of what can be achieved 
through the implementation of GEPs. Nevertheless, there are substantial issues that still need 
to be worked on and improvements to be made, such as the introduction of an 
intersectionality perspective into GEPs, in line with the new ERA policy agenda objectives; 
the collection of data that enable a proper impact evaluation; and the availability of funding 
and consistent efforts to ensure the GEPs’ effective implementation, learning and any 
necessary adjustment to activities. 
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https://www.mptfp.gob.es/dam/es/portal/funcionpublica/funcion-publica/dialogo-social/igualdad-genero/IIIPLANIGUALDADAGE.pdf
https://www.mptfp.gob.es/dam/es/portal/funcionpublica/funcion-publica/dialogo-social/igualdad-genero/IIIPLANIGUALDADAGE.pdf
https://www.mur.gov.it/sites/default/files/2021-01/Pnr2021-27.pdf
https://www.fundaciononce.es/sites/default/files/Marco%20de%20compromiso%20IGEN_AEFONCE%20aprobado%20CD20211210.pdf
https://www.fundaciononce.es/sites/default/files/Marco%20de%20compromiso%20IGEN_AEFONCE%20aprobado%20CD20211210.pdf
https://www.boe.es/buscar/act.php?id=BOE-A-2007-6115
https://www.cped-egalite.fr/cped/#qui
https://www2.cruzroja.es/documents/5640665/1185387599/MEMORIA+FINAL+INTEGRADA+2021.pdf/ac624e00-6d18-d178-8b49-799dbb4db8ba?t=1658477687114
https://www2.cruzroja.es/documents/5640665/1185387599/MEMORIA+FINAL+INTEGRADA+2021.pdf/ac624e00-6d18-d178-8b49-799dbb4db8ba?t=1658477687114
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UniSAFE (n.d.), ‘Welcome to the UniSAFE project’ (https://unisafe-gbv.eu). 

https://unisafe-gbv.eu/
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11.3.10.2. Annex 2: Formal gender equality plan documents and annual reports from institutions 

Table 26. Formal GEP publications by the institutions covered in this case study 

No Country Institution Document name Hyperlink to website Hyperlink to document 

1 Spain CSIC III Plan para la Igualdad de 
Género – Agencia Estatal 
Consejo Superior de 
Investigaciones Científicas 

https://www.csic.es/es/el-csic/ciencia-
en-igualdad 

https://www.csic.es/sites/default/files/20
23-09/iii_pig_aecsic.pdf 

2 France INSA Rouen Plan d’action relatif a 
l’égalité professionnelle 
entre les femmes et les 
hommes de l’INSA Rouen 
Normandie 2021–2023 

https://www.insa-rouen.fr/en/research https://www.insa-
rouen.fr/en/research/hrs4r-human-
resources-strategy-researchers 

3 Portugal University of 
Beira Interior 

Plano de Igualdade de 
Género da UBI 

https://www.ubi.pt/ https://www.ubi.pt/Ficheiros/Entidades/9
1383/Plano%20de%20igualdade%20de
%20g%C3%A9nero3.pdf  

4 Italy UNIBO Gender Equality Plan 
2021–24 

https://www.unibo.it/en/university https://www.unibo.it/en/university/who-
we-are/gender-equality-plan/gender-
equality-plan 

Table 27. Annual reports on indicators 

No Country Institution Document name Hyperlink to website Hyperlink to document 

1 Spain CSIC 

II Plan para la Igualdad de 
Género – Agencia Estatal 
Consejo Superior de 
Investigaciones 
Científicas: VI 
evaluación + anexo 

https://www.csic.es/ 

https://www.csic.es/sites/default/files/2
023-
01/anexo_vi_evaluacion_ii_pimh_202
1.pdf 

https://www.csic.es/es/el-csic/ciencia-en-igualdad
https://www.csic.es/es/el-csic/ciencia-en-igualdad
https://www.insa-rouen.fr/en/research
https://www.insa-rouen.fr/en/research/hrs4r-human-resources-strategy-researchers
https://www.insa-rouen.fr/en/research/hrs4r-human-resources-strategy-researchers
https://www.insa-rouen.fr/en/research/hrs4r-human-resources-strategy-researchers
https://www.ubi.pt/
https://www.unibo.it/en/university
https://www.unibo.it/en/university/who-we-are/gender-equality-plan/gender-equality-plan
https://www.unibo.it/en/university/who-we-are/gender-equality-plan/gender-equality-plan
https://www.unibo.it/en/university/who-we-are/gender-equality-plan/gender-equality-plan
https://www.csic.es/
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2 Spain CSIC 
II Plan para la Igualdad 
entre mujeres y hombres – 
Evaluación 

https://www.csic.es/ 

https://www.csic.es/sites/default/files/2
023-
09/20200617_evaluacion_4_ii_plan_ig
ualdad.pdf 

3 Spain CSIC 

II Plan para la Igualdad 
entre mujeres y hombres – 
Anexo: Diágnostic o y 
cifras 

https://www.csic.es/ 

https://icp.csic.es/archivos/Igualdad/L
egislacion/planes_de_igualdad/Anexo
-II-Plan-igualdad.pdf 

4 France INSA Rouen Revised Action Plan https://www.insa-rouen.fr/en/research  

https://insa-
rouen.fr/sites/default/files/2021-
06/revised_action_plan_hrs4r_2021.p
df 

5 Portugal 
University of 
Beira Interior 

Annual Reports https://www.ubi.pt 
http://www.igualdadedegenero.ubi.pt/i
ndex.php?option=com_content&view=
category&id=114&Itemid=67 

11.3.10.3. Annex 3: Institutions of the main stakeholders consulted as part of this case study 

Table 28. Institutions of the stakeholders interviewed 

No Country Institution 

1 Spain CSIC 

2 Spain CSIC 

4 France INSA Rouen 

5 Portugal University of Beira Interior 

6 Italy UNIBO 

 

https://www.csic.es/
https://www.csic.es/
https://icp.csic.es/archivos/Igualdad/Legislacion/planes_de_igualdad/Anexo-II-Plan-igualdad.pdf
https://icp.csic.es/archivos/Igualdad/Legislacion/planes_de_igualdad/Anexo-II-Plan-igualdad.pdf
https://icp.csic.es/archivos/Igualdad/Legislacion/planes_de_igualdad/Anexo-II-Plan-igualdad.pdf
https://www.insa-rouen.fr/en/research
https://www.ubi.pt/
http://www.igualdadedegenero.ubi.pt/index.php?option=com_content&view=category&id=114&Itemid=67
http://www.igualdadedegenero.ubi.pt/index.php?option=com_content&view=category&id=114&Itemid=67
http://www.igualdadedegenero.ubi.pt/index.php?option=com_content&view=category&id=114&Itemid=67
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11.4. Case study 4: The role of funding agencies in promoting gender 
equality plans and gender-equality-plan-associated policies 

11.4.1. Introduction 

This case study explores the role of funding agencies in promoting GEPs and GEP-
associated policies. The study will explore the actions of three RFOs – one each from 
Germany (the German Research Foundation (DFG)), Ireland (the Irish Research Council) 
and the United Kingdom (UK Research and Innovation (UKRI)) – and their impacts on RPOs, 
specifically the University of Göttingen (Germany), Maynooth University (Ireland) and the 
John Innes Centre (the United Kingdom). The case study also looks more broadly into 
impacts in organisations that apply for and are granted funding. The case study provides a 
brief overview of the ERA policy agenda for 2022–2024 as it relates to the role of RFOs, 
recent policy developments at the national and institutional levels, examples of actions taken 
by RFOs through funding requirements and other measures, and descriptions of impacts on 
gender equality and GEP implementation within the institutions selected. 

11.4.2. Role of research-funding organisations in promoting the development 
and implementation of gender equality plans and gender-equality-plan-
associated policies across the European Research Area 

The 2015 Council conclusions aimed to strengthen gender equality in the ERA and reaffirmed 
the European Commission’s 2012 communication. To achieve this goal, Member States and 
research organisations were encouraged to establish legal and policy frameworks and offer 
incentives to promote gender mainstreaming strategies, GEPs and adequate resource 
mobilisation. They were also urged to collaborate with relevant agencies to bring about 
cultural and institutional changes in terms of gender. The European Commission committed 
to promoting gender equality and integrating a gender dimension into projects funded by 
Horizon 2020, including through the use of incentives (1108). 

The European Commission, Member States, associated countries and stakeholder 
organisations, have jointly committed to promoting gender equality in the ERA as part of the 
ERA policy agenda adopted by the Council on 26 November 2021 for 2022–2024. 
Historically, this has often been focused on the role of RPOs; however, over the last decade 
there have been more focused developments that point to the role of RFOs in ensuring 
gender equality in R&I (1109). 

The relevance of these ideas persists in the ERA policy agenda for 2022–2024, which 
emphasises the responsibility of RFOs to promote gender equality and inclusiveness by 
integrating and evaluating gender dimensions in R&I. One of the deliverables of the agenda’s 
action 5 (‘Promoting gender equality and fostering inclusiveness, taking note of the Ljubljana 
Declaration’) aims to develop principles for the gender perspective’s integration into and 
evaluation in R&I content in cooperation with national RFOs. The Ljubljana Declaration on 

 

(1108) European Commission (2012), Commission communication – A reinforced European Research Area 
partnership for excellence and growth (COM(2012) 392 final) (https://eur-lex.europa.eu/legal-
content/EN/TXT/PDF/?uri=CELEX:52012DC0392&from=EN). 

(1109) GENDERACTION (2019), The role of funding agencies in the promotion of gender equality in R&I, briefing 
paper No 10 (https://www.google.com/url?q=https://genderaction.eu/wp-
content/uploads/2019/03/GENDERACTION_PolicyBrief_RFOs-March-8-
2019.pdf&sa=D&source=docs&ust=1663165167375980&usg=AOvVaw3xZyVRAo9qWMw6WHAALo7w). 

https://eur-lex.europa.eu/legal-content/EN/TXT/PDF/?uri=CELEX:52012DC0392&from=EN
https://eur-lex.europa.eu/legal-content/EN/TXT/PDF/?uri=CELEX:52012DC0392&from=EN
https://www.google.com/url?q=https://genderaction.eu/wp-content/uploads/2019/03/GENDERACTION_PolicyBrief_RFOs-March-8-2019.pdf&sa=D&source=docs&ust=1663165167375980&usg=AOvVaw3xZyVRAo9qWMw6WHAALo7w
https://www.google.com/url?q=https://genderaction.eu/wp-content/uploads/2019/03/GENDERACTION_PolicyBrief_RFOs-March-8-2019.pdf&sa=D&source=docs&ust=1663165167375980&usg=AOvVaw3xZyVRAo9qWMw6WHAALo7w
https://www.google.com/url?q=https://genderaction.eu/wp-content/uploads/2019/03/GENDERACTION_PolicyBrief_RFOs-March-8-2019.pdf&sa=D&source=docs&ust=1663165167375980&usg=AOvVaw3xZyVRAo9qWMw6WHAALo7w
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Gender Equality in R&I (1110) is an initiative, led by the Slovenian Presidency of the Council 
of the European Union, that resulted from concerns about the high prevalence of gender 
inequalities remaining in R&I, despite intensive policy actions. Within the declaration, RFOs 
are called upon to play a vital role in improving gender equality in the new ERA. RFOs 
are uniquely positioned to promote the integration of the gender dimension into R&I content 
through gender-related funding requirements, monitoring frameworks and knowledge 
dissemination (1111), which can better enable R&I institutions to comply with the GEP eligibility 
criterion. Moreover, RFOs can promote gender equality actions through funding that 
introduces structural change. For example, GENDERACTION highlights that RFOs can fund 
specific programmes related to gender studies, which can improve the understanding of 
gender issues and generate new knowledge (1112). 

GEPs have been put forward as the main policy instrument within the ERA to promote 
institutional change within the R&I sector and reduce gender inequalities; the new ERA 
framework also proposes creating inclusive GEPs and policies to build upon this 
foundation. In addition, the European Commission has supported ERA priorities through 
successive framework programmes, including by encouraging RFOs to participate in GEP-
implementing projects. RFOs have been targeted by European Commission projects related 
to topics indirectly linked to GEPs, including research projects on addressing gender biases 
in access to funding (GRANteD (1113)), RFO collaboration networks (e.g. the Funding 
Organisations for Gender Equality (FORGEN) CoP within the ACT project (1114), transformed 
into an enlarged RFO CoP under GENDERACTIONplus, which was funded through the 
Horizon Europe WIDERA work programme (1115)) and transnational co-programming and co-
funding initiatives (e.g. the GENDER-NET Plus European Research Area network (ERA-
NET) Cofund (1116)). 

As the Horizon Europe GEP eligibility requirement has been introduced only recently, its 
impacts will be difficult to gauge. These impacts include both formal (e.g. structure, practice, 
monitoring and training) and informal (e.g. cultural) changes. Moreover, given that it is in its 
infancy, it will also be difficult to establish the effectiveness of GEP implementation monitoring 
and assessment across all participating Member States. In that respect, it is important to 
consider the shared responsibilities of all actors involved, including at the EU, national and 
institutional levels, in the effective development and implementation of GEPs. 

11.4.3. Role of research-funding organisations in supporting the implementation 
of gender equality plans and gender-equality-plan-associated policies in 
selected countries: recent legal and policy developments 

There are no legal requirements in Germany Ireland or the United Kingdom for RFOs 
to provide funding for the implementation or development of GEPs or GEP-associated 

 

(1110) Council of the European Union (2021), Ljubljana Declaration on Gender Equality in Research and Innovation, 
Brussels, 21 September (https://data.consilium.europa.eu/doc/document/ST-12044-2021-INIT/en/pdf). 

(1111) GENDERACTION (2019), The role of funding agencies in the promotion of gender equality in R&I, briefing 
paper No 10 (https://www.google.com/url?q=https://genderaction.eu/wp-
content/uploads/2019/03/GENDERACTION_PolicyBrief_RFOs-March-8-
2019.pdf&sa=D&source=docs&ust=1663165167375980&usg=AOvVaw3xZyVRAo9qWMw6WHAALo7w). 

(1112) Ibid. 
(1113) European Commission (n.d.), ‘Grant allocation disparities from a gender perspective’ 

(https://cordis.europa.eu/project/id/824574). 
(1114) FORGEN (n.d.), ‘FORGEN – Funding Organisations for Gender’ (https://forgen.act-on-gender.eu/). 
(1115) GENDERACTIONplus (n.d.), ‘Project at glance’ (https://genderaction.eu/about-us/). 
(1116) European Commission (n.d.), ‘ERA-NET cofund promoting gender equality in H2020 and the ERA’ 

(https://cordis.europa.eu/project/id/741874). 

https://data.consilium.europa.eu/doc/document/ST-12044-2021-INIT/en/pdf
https://genderaction.eu/wp-content/uploads/2019/03/GENDERACTION_PolicyBrief_RFOs-March-8-2019.pdf
https://genderaction.eu/wp-content/uploads/2019/03/GENDERACTION_PolicyBrief_RFOs-March-8-2019.pdf
https://genderaction.eu/wp-content/uploads/2019/03/GENDERACTION_PolicyBrief_RFOs-March-8-2019.pdf
https://cordis.europa.eu/project/id/824574
https://forgen.act-on-gender.eu/
https://genderaction.eu/about-us/
https://cordis.europa.eu/project/id/741874
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policies. Moreover, of the three countries, only Germany has a legal requirement for GEPs 
to be implemented (this applies only to non-university public research institutions) and only 
Ireland has national funding available to support the implementation of GEPs. The United 
Kingdom has little in the way of legislation or policy at the national level regarding GEPs in 
R&I or funding. General legal and policy developments relating to gender equality in R&I in 
each of these countries are described in the subsequent sections. 

11.4.3.1. Germany 

There is no requirement for RFOs in Germany to fund the implementation of GEPs or GEP-
associated policies. Since 2015, Germany has had a legal requirement for GEPs in public 
RFOs and non-university RPOs, but no specific GEP requirements for public 
HEIs (1117). Features of the requirement for RFOs to have a GEP include building blocks, 
support structures and monitoring. No sanctions or funding provided or enforced by the 
government were identified. Some examples of national policies and initiatives are listed 
here. 

• At the federal level, the HRG (2007) (1118) requires all public universities to eliminate 
gender inequality and promote an equal representation of the genders in the R&I sector 
(§3). The act also states that progress on the fulfilment of the gender equality mandate 
is taken into account when considering eligibility for state funding (§5). Universities are 
expected to regularly publish evaluations of progress on gender equality (§6). 

• At the state (Land) level, the higher education acts of the Länder (1119) are enforced, 
obligating HEIs to promote gender equality, specifically with regard to access to decision-
making (1120). Each Länder act has different characteristics and enforces different 
requirements. The University of Göttingen, the German HEI focused on in this case 
study, falls under the Lower Saxony Higher Education Act (2007) (1121), which obliges 
it to promote the ‘actual implementation of equal opportunities for men and women and 
work towards elimination of existing disadvantages’ (§3). The act also requires that 40 % 
of the voting members for the appointment of professors be women (§26). 

• The joint science conference implementation agreement (2007) (1122) commits RPOs 
and RFOs to promoting and ensuring equal opportunities and sets the requirements to 
report on gender equality measures and to appoint equal opportunities officers. 

• The federal and state programme for women professors 
(Professorinnenprogramm) is an initiative launched in 2008 by the federal and state 
governments with the objective of promoting gender equality in HER. With its twofold 
approach, the programme strives to enhance the representation of women in 

 

(1117) Equal4Europe (2021), Gender Equality Regulations in Germany (https://equal4europe.eu/wp-
content/uploads/2021/09/Germany-Gender-Equality-Regulations.pdf). 

(1118) Hochschulrahmengesetz, 26 January 1976 (https://www.gesetze-im-internet.de/hrg/HRG.pdf). 
(1119) Kultusministerkonferenz (n.d.), ‘Grundlegende rechtliche Regelungen zu Hochschulen und anderen 

Einrichtungen des Tertiären Bereichs in der Bundesrepublik Deutschland’ 
(https://www.kmk.org/dokumentation-statistik/rechtsvorschriften-lehrplaene/uebersicht-hochschulgesetze.html). 

(1120) Equal4Europe (2021), Gender Equality Regulations in Germany 
(https://data.consilium.europa.eu/doc/document/ST-1202-2021-INIT/en/pdf). 

(1121) Lower Saxony Higher Education Act (NHG), 26 February 2007 (http://www.schure.de/22210/nhg.htm). 
(1122) Federal Ministry of Education and Research (2007), Notification of the administrative agreement between the 

federal and Länder governments on the establishment of a joint science conference (GWK agreement) of 
19 September, Bonn (https://www.gwk-bonn.de/fileadmin/Redaktion/Dokumente/Papers/gwk-agreement-
engl.pdf). 

https://equal4europe.eu/wp-content/uploads/2021/09/Germany-Gender-Equality-Regulations.pdf
https://equal4europe.eu/wp-content/uploads/2021/09/Germany-Gender-Equality-Regulations.pdf
https://www.gesetze-im-internet.de/hrg/HRG.pdf
https://www.kmk.org/dokumentation-statistik/rechtsvorschriften-lehrplaene/uebersicht-hochschulgesetze.html
https://data.consilium.europa.eu/doc/document/ST-1202-2021-INIT/en/pdf
http://www.schure.de/22210/nhg.htm
https://www.gwk-bonn.de/fileadmin/Redaktion/Dokumente/Papers/gwk-agreement-engl.pdf
https://www.gwk-bonn.de/fileadmin/Redaktion/Dokumente/Papers/gwk-agreement-engl.pdf
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professorship positions and foster gender equality strategies across German HEIs. 
Candidates can receive funding for up to three professorships held by women for 
5 years (1123). 

• The German Federal Equality Law (Bundesgleichstellungsgesetz) (2015) (1124) 
establishes the requirement for an equality plan in public research organisations (§3). 
This requires the organisations to implement a 4-year plan, which must be adapted after 
2 years to meet any changes in circumstances (§11). Additional requirements include 
the election of an equal opportunities officer or deputy who oversees and supports the 
agency in achieving its gender equality goals (§19–36). These obligations help to ensure 
that research organisations in Germany build an organisational structure and culture 
centred on (gender) equality. 

Moreover, the cascade model is a method used within German universities to promote 
gender equality and increase the number of women professors and other higher career 
positions. The model aims to ensure that the share of women in academic positions such as 
professorships is at least the same as the share of women in positions at the qualification 
level below (1125). By implementing the cascade model, German universities aim to increase 
the representation of women in higher career positions, which historically have been 
dominated by men. Although not all regions in Germany enforce this model, it is used by 
many as a means of fulfilling gender equality obligations within HEIs. The model was 
introduced by the German Federal Ministry for Education and Research in 2007 and requires 
HEIs to submit their gender equality strategies, with specific measures, though each 
university sets its own target quotas (1126). 

11.4.3.2. Ireland 

While there is no requirement for RFOs in Ireland to provide funding for the implementation 
of GEPs or GEP-associated policies, Ireland does have other well-developed legislation, 
strategies, funding and initiatives related to gender equality in R&I (1127). For example, Ireland 
is one of the few Member States that provides funding for the development of GEPs 
through the HEA, which is the advisory body to the Department of Education in relation to the 
HER and a statutory funding authority for HEIs (1128). HEIs are expected to fund the 
implementation of their GEPs themselves, but national pots of funding, such as the Gender 
Equality Enhancement Fund offered through the HEA (1129), are available to support 
projects that advance gender equality initiatives across the sector. The 2022 call for Gender 
Equality Enhancement Fund applications includes Athena SWAN capacity-building activities, 
with a maximum of EUR 50 000 to be awarded to successful applicants (1130). According to 

 

(1123) EIGE (n.d.), ‘Gender Equality in Academia and Research – GEAR tool: Germany’ 
(https://eige.europa.eu/gender-mainstreaming/toolkits/gear/legislative-policy-backgrounds/germany). 

(1124) Gesetz für die Gleichstellung von Frauen und Männern in der Bundesverwaltung und in den Gerichten des 
Bundes (Bundesgleichstellungsgesetz), 24 April 2015 (https://www.gesetze-im-
internet.de/bgleig_2015/BJNR064300015.html). 

(1125) EIGE (n.d.), ‘Gender Equality in Academia and Research – GEAR tool: Germany’ 
(https://eige.europa.eu/gender-mainstreaming/toolkits/gear/legislative-policy-backgrounds/germany). 

(1126) Ibid. 
(1127) HEA (2016), HEA national review of gender equality in Irish higher education institutions, Dublin 

(https://hea.ie/assets/uploads/2017/06/HEA-National-Review-of-Gender-Equality-in-Irish-Higher-Education-
Institutions.pdf). 

(1128) HEA (n.d.), ‘HEA’ (https://hea.ie/). 
(1129) EIGE (n.d.), ‘Gender Equality in Academia and Research – GEAR tool: Ireland’ (https://eige.europa.eu/gender-

mainstreaming/toolkits/gear/legislative-policy-backgrounds/ireland?lang=es). 
(1130) HEA (2022), Gender Equality Enhancement Fund – Call for applications – 2022, Dublin 

(https://hea.ie/assets/uploads/2022/03/Gender-Equality-Enhancement-Fund-Call-for-Applications-1.pdf). 

https://eige.europa.eu/gender-mainstreaming/toolkits/gear/legislative-policy-backgrounds/germany
https://www.gesetze-im-internet.de/bgleig_2015/BJNR064300015.html
https://www.gesetze-im-internet.de/bgleig_2015/BJNR064300015.html
https://eige.europa.eu/gender-mainstreaming/toolkits/gear/legislative-policy-backgrounds/germany
https://hea.ie/assets/uploads/2017/06/HEA-National-Review-of-Gender-Equality-in-Irish-Higher-Education-Institutions.pdf
https://hea.ie/assets/uploads/2017/06/HEA-National-Review-of-Gender-Equality-in-Irish-Higher-Education-Institutions.pdf
https://hea.ie/
https://eige.europa.eu/gender-mainstreaming/toolkits/gear/legislative-policy-backgrounds/ireland?lang=es
https://eige.europa.eu/gender-mainstreaming/toolkits/gear/legislative-policy-backgrounds/ireland?lang=es
https://hea.ie/assets/uploads/2022/03/Gender-Equality-Enhancement-Fund-Call-for-Applications-1.pdf
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the 2021 report of the SWG GRI (1131), Ireland has the most comprehensive policy regarding 
GEPs (of Member States and associated countries). Some examples of policies regarding 
gender equality in higher education and/or R&I in Ireland are listed here. 

• The Higher Education Authority Act, 1971 (1132) requires the HEA to promote equal 
opportunities in higher education. 

• The Universities Act, 1997 (1133) obliges universities to promote equality of opportunity, 
gender balance and access by under-represented groups and to develop and implement 
(gender) equality policies. The Institutes of Technology Act 2006 (1134) similarly 
requires institutes to develop policies that encompass gender equality. 

• The Employment Equality Act, 1998 (1135) and the Equal Status Act, 2000 (1136) relate 
to discrimination and harassment (including on the grounds of gender). 

• The Irish Human Rights and Equality Commission Act 2014 (1137) states that public 
bodies have a duty to promote human rights and equality throughout all their activities. 

• Other notable policies and strategies include the STEM Education Policy Statement 
2017–2026 (1138), the Gender Action Plan 2018–2020 (1139), the HEA Centre of 
Excellence for Equality, Diversity and Inclusion (1140), Ireland’s strategy for R&D, science 
and technology Innovation 2020 (1141) and Ireland’s National Skills Strategy 2025 (1142). 

The HEA in Ireland supports the implementation of gender equality frameworks within 
HEIs (1143). The HEA Centre of Excellence for Gender Equality, Diversity and 
Inclusion (1144), established in 2019, works to oversee initiatives related to gender equality, 
including the Athena SWAN Charter, requires HEIs to publish gender equality action plans 
and report their progress back to the HEA on an annual basis (1145). In a 2016 review of 

 

(1131) ERAC SWG GRI (2021), Gender Equality Plans as a Catalyst for Change, Brussels 
(https://data.consilium.europa.eu/doc/document/ST-1202-2021-INIT/en/pdf). 

(1132) Higher Education Authority Act, 1971, 27 July 1971 
(https://www.irishstatutebook.ie/eli/1971/act/22/enacted/en/print.html?printonload=truen). 

(1133) Universities Act, 1997, 14 May 1997 (https://www.irishstatutebook.ie/eli/1997/act/24/enacted/en/pdf). 
(1134) Institutes of Technology Act 2006, 16 July 2006 

(https://www.irishstatutebook.ie/eli/2006/act/25/enacted/en/pdf). 
(1135) Employment Equality Act, 1998, 18 June 1998 (https://www.irishstatutebook.ie/eli/1998/act/21/enacted/en/pdf). 
(1136) Irish Human Rights and Equality Commission (n.d.), ‘Equal Status Acts, 2000–2018’ 

(https://www.ihrec.ie/guides-and-tools/human-rights-and-equality-in-the-provision-of-good-and-services/what-
does-the-law-say/equal-status-acts/). 

(1137) Irish Human Rights and Equality Commission Act 2014, 25 November 2014 
(https://www.ihrec.ie/app/uploads/2022/08/ihrec_act_2014.pdf). 

(1138) Department of Education and Skills (2017), STEM Education Policy Statement 2017–2026, Dublin 
(https://assets.gov.ie/43689/294d916c264f4d0c87eb61661a426eb0.pdf). 

(1139) HEA (2018), Gender Action Plan 2018–2020, Dublin (https://hea.ie/assets/uploads/2018/11/Gender-Equality-
Taskforce-Action-Plan-2018-2020.pdf). 

(1140) HEA (n.d.), ‘Centre of Excellence for Equality, Diversity and Inclusion’ (https://hea.ie/policy/gender/). 
(1141) Department of Enterprise, Trade and Employment (2015), Innovation 2020, Dublin 

(https://enterprise.gov.ie/en/publications/publication-files/innovation-2020.pdf). 
(1142) Department of Education and Skills (2021), Ireland’s National Skills Strategy 2025, Dublin 

(https://assets.gov.ie/24412/0f5f058feec641bbb92d34a0a8e3daff.pdf). 
(1143) HEA (2016), HEA national review of gender equality in Irish higher education institutions, Dublin 

(https://hea.ie/policy/gender/hea-national-review-of-gender-equality-in-irish-higher-education-institutions/). 
(1144) HEA (n.d.), ‘Centre of Excellence for Equality, Diversity and Inclusion’ (https://hea.ie/policy/gender/). 
(1145) HEA (2019), HEA Statement on Athena SWAN Charter in Ireland, Dublin 

(https://research.ie/assets/uploads/2017/05/HEA-Statement-on-Athena-SWAN-Charter-in-Ireland-2019_July-
2019-1.pdf). 

https://data.consilium.europa.eu/doc/document/ST-1202-2021-INIT/en/pdf
https://www.irishstatutebook.ie/eli/1971/act/22/enacted/en/print.html?printonload=truen
https://www.irishstatutebook.ie/eli/1997/act/24/enacted/en/pdf
https://www.irishstatutebook.ie/eli/2006/act/25/enacted/en/pdf
https://www.irishstatutebook.ie/eli/1998/act/21/enacted/en/pdf
https://www.ihrec.ie/guides-and-tools/human-rights-and-equality-in-the-provision-of-good-and-services/what-does-the-law-say/equal-status-acts/
https://www.ihrec.ie/guides-and-tools/human-rights-and-equality-in-the-provision-of-good-and-services/what-does-the-law-say/equal-status-acts/
https://www.ihrec.ie/app/uploads/2022/08/ihrec_act_2014.pdf
https://assets.gov.ie/43689/294d916c264f4d0c87eb61661a426eb0.pdf
https://hea.ie/assets/uploads/2018/11/Gender-Equality-Taskforce-Action-Plan-2018-2020.pdf
https://hea.ie/assets/uploads/2018/11/Gender-Equality-Taskforce-Action-Plan-2018-2020.pdf
https://hea.ie/policy/gender/
https://enterprise.gov.ie/en/publications/publication-files/innovation-2020.pdf
https://assets.gov.ie/24412/0f5f058feec641bbb92d34a0a8e3daff.pdf
https://hea.ie/policy/gender/hea-national-review-of-gender-equality-in-irish-higher-education-institutions/
https://hea.ie/policy/gender/
https://research.ie/assets/uploads/2017/05/HEA-Statement-on-Athena-SWAN-Charter-in-Ireland-2019_July-2019-1.pdf
https://research.ie/assets/uploads/2017/05/HEA-Statement-on-Athena-SWAN-Charter-in-Ireland-2019_July-2019-1.pdf
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gender equality in Irish HEIs (1146), the HEA recommended that an Athena SWAN award be 
an eligibility requirement for research funding (1147). Ireland’s main funding agencies adopted 
this recommendation (the Irish Research Council, the SFI and the Health Research Board) 
and all HEIs were required to obtain the Athena SWAN Bronze Award by 2019. Non-
compliance with requirements make institutions ineligible for public research funding 
and they could lose up to 10 % of their core funding (1148). 

11.4.3.3. United Kingdom 

There are no national policies that require RFOs in the United Kingdom to provide funding 
for the implementation of GEPs or GEP-associated policies. In addition, there are only a few 
national policies directly related to the R&I sector; however, there are gender-equality-related 
policies. 

• The International Development Act 2002 (1149) governs UK aid and requires that 
applications to UKRI-funded overseas development assistance funding opportunities 
include a gender equality statement (1150). 

• Gender equality at every stage: A roadmap for change 2019 (1151) tackles seven main 
targets related to gender (in)equality, such as reshaping limiting attitudes to gender, 
through programmes that increase girls’ participation in STEM subjects, and persisting 
action is being taken to close the gender pay gap. There are also funding projects that 
develop innovative solutions to issues with work and caring responsibilities (e.g. the 
Carers Innovation Fund). 

• The 2020 policy paper Reducing bureaucratic burden in research, innovation and 
higher education (1152) discouraged universities from applying to cause-related 
membership schemes (e.g. the Athena SWAN Charter) and announced that funding 
organisations should not implement funding requirements tied to such schemes. At least 
one RFO, the NIHR, which had an Athena SWAN funding requirement, removed this 
criterion following the introduction of this policy (1153). 

 

(1146) HEA (2016), HEA national review of gender equality in Irish higher education institutions, Dublin 
(https://hea.ie/assets/uploads/2017/06/HEA-National-Review-of-Gender-Equality-in-Irish-Higher-Education-
Institutions.pdf). 

(1147) HEA (2019), HEA Statement on Athena SWAN Charter in Ireland, Dublin 
(https://research.ie/assets/uploads/2017/05/HEA-Statement-on-Athena-Swan-Charter-in-Ireland-2019_July-
2019-1.pdf). 

(1148) Genderaction (2021), ‘Guidance for national and regional authorities for the creation and implementation of the 
European Commission GEP requirements’ 
(https://ec.europa.eu/research/participants/documents/downloadPublic?documentIds=080166e5e539d745&ap
pId=PPGMS). 

(1149) International Development Act 2002, 17 June 2002 (https://www.legislation.gov.uk/ukpga/2002/1/contents). 
(1150) UKRI (n.d.), ‘Guidance for equality, diversity and inclusion’ (https://www.ukri.org/about-us/policies-standards-

and-data/good-research-resource-hub/equality-diversity-and-inclusion/). 
(1151) HM government (2019), Gender Equality at Every Stage: A roadmap for change, London 

(https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/821889/GE
O_GEEE_Strategy_Gender_Equality_Roadmap_Rev_1__1_.pdf). 

(1152) Gov.uk (2020), Reducing bureaucratic burden in research, innovation and higher education, policy paper 
(https://www.gov.uk/government/publications/reducing-bureaucratic-burdens-higher-education/reducing-
bureaucratic-burdens-on-research-innovation-and-higher-education). 

(1153) Advance HE (2020), ‘Advance HE responds to the NIHR’s announcement on funding criteria, including Athena 
SWAN’ (https://www.advance-he.ac.uk/news-and-views/advance-he-responds-nihrs-announcement-funding-
criteria-including-athena-swan). 

https://hea.ie/assets/uploads/2017/06/HEA-National-Review-of-Gender-Equality-in-Irish-Higher-Education-Institutions.pdf
https://hea.ie/assets/uploads/2017/06/HEA-National-Review-of-Gender-Equality-in-Irish-Higher-Education-Institutions.pdf
https://research.ie/assets/uploads/2017/05/HEA-Statement-on-Athena-Swan-Charter-in-Ireland-2019_July-2019-1.pdf
https://research.ie/assets/uploads/2017/05/HEA-Statement-on-Athena-Swan-Charter-in-Ireland-2019_July-2019-1.pdf
https://ec.europa.eu/research/participants/documents/downloadPublic?documentIds=080166e5e539d745&appId=PPGMS
https://ec.europa.eu/research/participants/documents/downloadPublic?documentIds=080166e5e539d745&appId=PPGMS
https://www.legislation.gov.uk/ukpga/2002/1/contents
https://www.ukri.org/about-us/policies-standards-and-data/good-research-resource-hub/equality-diversity-and-inclusion/
https://www.ukri.org/about-us/policies-standards-and-data/good-research-resource-hub/equality-diversity-and-inclusion/
https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/821889/GEO_GEEE_Strategy_Gender_Equality_Roadmap_Rev_1__1_.pdf
https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/821889/GEO_GEEE_Strategy_Gender_Equality_Roadmap_Rev_1__1_.pdf
https://www.gov.uk/government/publications/reducing-bureaucratic-burdens-higher-education/reducing-bureaucratic-burdens-on-research-innovation-and-higher-education
https://www.gov.uk/government/publications/reducing-bureaucratic-burdens-higher-education/reducing-bureaucratic-burdens-on-research-innovation-and-higher-education
https://www.advance-he.ac.uk/news-and-views/advance-he-responds-nihrs-announcement-funding-criteria-including-athena-swan
https://www.advance-he.ac.uk/news-and-views/advance-he-responds-nihrs-announcement-funding-criteria-including-athena-swan
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In addition to these national policies, R&I institutions can apply for Athena SWAN awards that 
recognise their efforts to achieve gender equality. While not policy driven, holding an Athena 
SWAN membership (available to higher education providers and research institutes) is 
considered recognition of an institutions self-determination to consider and promote gender 
equality in R&I, which for RFOs, such as the UKRI, is an attractive quality that aligns with 
their own equality values (1154). The Athena SWAN UK Charter (1155) is not nationally funded, 
and institutions incur the cost of its development and implementation themselves. In addition, 
in September of 2020, a UK government policy encouraged universities to consider the ‘large 
volumes of bureaucracy’ and ‘high cumulative cost of subscriptions’ that accompany 
voluntary membership awards (e.g. the Athena SWAN Charter) (1156). The policy states that 
universities should ‘not feel pressured to take part in such initiatives to demonstrate their 
support for the cause the scheme addresses’. Furthermore, the policy paper announced that 
the Office for Students, the NIHR and the UKRI should place no weight on the holding of such 
memberships in their funding activities. These actions are in stark contrast to the proactivity 
of the European Commission and an increasing number of Member States and reflects the 
United Kingdom’s lowered priority of having requirements to comply with gender equality 
standards in R&I institutions. 

11.4.4. Actions taken by national funding agencies to help ensure impact of 
gender equality plans and gender-equality-plan-associated policies in 
their funded institutions 

RFOs can contribute to gender equality through actions such as developing their own GEPs, 
being selective in their funding recipients, providing specific funding related to advancing 
gender equality (e.g. funding for specific roles) or creating active recruitment processes that 
can aid institutions in delivering on their GEP goals. Moreover, national policies and EU-level 
requirements play a key role in informing the actions of RFOs, RPOs and HEIs. The RFOs 
considered within this case study have each taken specific actions through voluntary or 
mandatory commitments to promote gender equality and help ensure the impact of GEPs or 
GEP-associated policies in the institutions they fund. Only in Ireland is it mandatory for GEPs 
(through the Athena SWAN requirement) to receive funding from RFOs. The variety of 
commitments set and actions taken by RFOs are described in the subsequent sections. 

11.4.4.1. Germany: the German Research Foundation 

The DFG is a self-governing RFO with an annual budget (for 2023) of EUR 3.9 billion, 
provided for the most part by the German federal government, with additional funding from 
the states (1157). The DFG provides significant funding for research in science, engineering 
and the humanities in Germany through a wide range of grants, research prizes and 
infrastructural support. While the DFG does not enforce or fund GEPs in its member 
organisations, it does promote gender equality in other ways. The DFG Head Office has a 
unit dedicated to equal opportunities, research integrity and cross-programme 
development (1158). The foundation has an extensive history of gender-related funding 
requirements. As indicated by a stakeholder interviewed, since 2009, all research institutions 
applying for funding from the DFG have to show how they promote gender diversity within 

 

(1154) Interview with an RFO, conducted online in September 2022. 
(1155) Advance HE (n.d.), ‘Athena SWAN Charter’ (https://www.advance-he.ac.uk/equality-charters/athena-swan-

charter#diversity-monitoring-data). 
(1156) Gov.uk (2020), Reducing bureaucratic burden in research, innovation and higher education, policy paper 

(https://www.gov.uk/government/publications/reducing-bureaucratic-burdens-higher-education/reducing-
bureaucratic-burdens-on-research-innovation-and-higher-education). 

(1157) DFG (n.d.), ‘What is the DFG?’ (https://www.dfg.de/en/dfg_profile/about_the_dfg/what_is_the_dfg/index.html). 
(1158) DFG (n.d.), ‘DFG Head Office’ (https://www.dfg.de/en/dfg_profile/head_office/structure/index.jsp?id=014). 

https://www.advance-he.ac.uk/equality-charters/athena-swan-charter#diversity-monitoring-data
https://www.advance-he.ac.uk/equality-charters/athena-swan-charter#diversity-monitoring-data
https://www.gov.uk/government/publications/reducing-bureaucratic-burdens-higher-education/reducing-bureaucratic-burdens-on-research-innovation-and-higher-education
https://www.gov.uk/government/publications/reducing-bureaucratic-burdens-higher-education/reducing-bureaucratic-burdens-on-research-innovation-and-higher-education
https://www.dfg.de/en/dfg_profile/about_the_dfg/what_is_the_dfg/index.html
https://www.dfg.de/en/dfg_profile/head_office/structure/index.jsp?id=014
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their institution. Comprehensive GEPs are not mandatory, but most R&I institutions are 
currently developing their GEPs in order to be able to apply for funding from Horizon 
Europe; this includes the DFG itself. 

More recently the DFG introduced gender inclusion funding for spokespeople in its 
coordinated programmes. The spokesperson takes the lead and represents the whole 
research group in relation to the DFG and externally. Overall, EUR 80 000 per funding year, 
in conjunction with an established or renewed project proposal, is available for research 
networks whose spokesperson belongs to an under-represented gender at the management 
level in their field (1159). This specific funding opportunity aims to improve gender ratios at 
the management level in research networks. An additional EUR 1 000 has been made 
available in the Emmy Noether and research grants programmes to be used for measures 
that ‘advance an applicant’s career or promote the compatibility of family life and a research 
career’ (1160). Other opportunities include funding that supports women scientists’ 
participation in conferences, coaching sessions or researchers who wish to use the 
allowance to employ support staff to accommodate any family commitments. 

The DFG publishes annual reports (1161) regarding gender (under-)representation at the 
project and management levels. The RFO has been setting standards for ‘sustainable gender 
equality and the promotion of diversity in the science and university landscape’ since 2008 
by implementing its research-oriented equity and diversity standards (1162), which 
member institutions voluntarily commit to (1163). A 2017 evaluation (1164) of the standards 
found that they formally anchored the responsibility for (gender) equality at the management 
level and contributed to the establishment of new structures. Moreover, the evaluation 
observed that developments in equality in participating institutes were most successful when 
institutes also participated in political initiatives, such as the excellence initiative and the 
federal government’s women professors programme, which introduced gender equality as a 
criterion and increased awareness and commitment to gender equality in participating 
institutes. The standards include the consistent pursuit of equity and diversity, transparency, 
empowerment, setting and publishing targets and building a culture of tolerance and mutual 
respect (1165). In the most recent 2022 summary and recommendations report (1166), the DFG 
recommended prioritising increasing the proportion of women in the postdoctorate phase and 
made recommendations on how HEIs can address diversity. 

 

(1159) DFG (2020), ‘New measures to promote gender equality in science and academia’ 
(https://www.dfg.de/en/research_funding/announcements_proposals/2020/info_wissenschaft_20_82/). 

(1160) Ibid. 
(1161) See Annex 2 to this case study for related reports. Most recently, DFG (2022), Monitoring Equal Opportunity 

(https://www.dfg.de/en/dfg_profile/facts_figures/evaluation_studies_monitoring/equal_opportunities/index.html)
. 

(1162) The standards were initially launched in 2008 as the research-oriented standards on gender equality and were 
renamed in 2022. In addition to gender and gender identity, these standards now also cover ethnic origin, 
religion and belief, disability or chronic/long-term illness, social background and sexual orientation. 

(1163) DFG (n.d.), ‘The DFG’s research-oriented equity and diversity standards’ 
(https://www.dfg.de/en/research_funding/principles_dfg_funding/equal_opportunities/general_information/rese
arch_oriented/index.html). 

(1164) DFG (2017), Research-oriented Standards on Gender Equality: Implementation and impact, Bonn 
(https://www.dfg.de/download/pdf/dfg_im_profil/geschaeftsstelle/publikationen/studien/studie_gleichstellungsst
andards.pdf). 

(1165) DFG (2022), DFG Research-oriented Equity and Diversity Standards, Bonn 
(https://www.dfg.de/resource/blob/175866/31c2a3aca49b1048a4d80c77c232a251/fogd-2022-en-data.pdf). 

(1166) DFG (2022), 2022 summary and recommendations on the DFG’s research-orientated equity and diversity 
standards (https://www.dfg.de/resource/blob/175810/65e1475c45b94e4d52be80c7b65dca5c/fog-
empfehlungen-2022-data.pdf). 

https://www.dfg.de/en/research_funding/announcements_proposals/2020/info_wissenschaft_20_82/
https://www.dfg.de/en/dfg_profile/facts_figures/evaluation_studies_monitoring/equal_opportunities/index.html
https://www.dfg.de/en/research_funding/principles_dfg_funding/equal_opportunities/general_information/research_oriented/index.html
https://www.dfg.de/en/research_funding/principles_dfg_funding/equal_opportunities/general_information/research_oriented/index.html
https://www.dfg.de/download/pdf/dfg_im_profil/geschaeftsstelle/publikationen/studien/studie_gleichstellungsstandards.pdf
https://www.dfg.de/download/pdf/dfg_im_profil/geschaeftsstelle/publikationen/studien/studie_gleichstellungsstandards.pdf
https://www.dfg.de/resource/blob/175866/31c2a3aca49b1048a4d80c77c232a251/fogd-2022-en-data.pdf
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The DFG’s history of gender inclusion in R&I and focused monitoring and evaluation 
framework is driving the RFO to make evidence-based changes (e.g. through 
recommendations) that ensure the impact of GEP or GEP-associated policies by influencing 
organisational structures or commitments at research institutions. It was noted in an 
interview with a DFG stakeholder that being able to compare good practices with other 
institutions has been invaluable to the process, alleviating some of the barriers faced in the 
initial implementation of actions. 

The Glass Ceiling Index has shown that Germany was among the four Member States and 
associated countries where the index had increased over the past 6 years (from 1.3 in 2015 
to 1.7 in 2021) (1167). Still, it is worth mentioning, as one stakeholder reported, that fatigue is 
being noticed among members of the R&I sector in Germany due to the incorrect perception 
that efforts to promote gender equality in the sector are complete. Despite significant efforts 
at the policy level, gender inequality in R&I remains a reality (1168). This suggests that the 
formal adoption of GEPs or similar policies does not guarantee their effective implementation 
or significant changes in gender equality outcomes. 

11.4.4.2. Ireland: the Irish Research Council 

The Irish Research Council, an associate agency of the Department of Education and Skills, under 
the HEA, is one of the three main RFOs in Ireland and invests in research across all 
disciplines (1169). All RFOs in Ireland have their own extensive GEPs and associated policies in 
place that highlight their strategy and introduce measures such as providing funding for 
women’s participation in conferences or introducing parental or carer leave, and all have 
data monitoring frameworks (1170). Adopting the recommendation from the HEA, the three main 
RFOs in Ireland – the Irish Research Council, the SFI and the Health Research Board – 
announced in 2017 that they would introduce requirements that tie funding for RPOs and HEIs 
to them holding an Athena SWAN award (1171). In 2019, the RFOs enforced this measure, 
making it a requirement for applicants to have at least Athena SWAN bronze-level accreditation, 
which was to be changed to a minimum of silver-level accreditation by the end of 2023 (1172). The 
Irish Research Council published its first gender strategy and action plan in 2013 (1173), making it 
the first research-funding agency in Ireland with an active plan in place. The two main aims were 
(1) to support gender equality in research careers across all disciplines and (2) to support the 
integration of sex and gender analysis into research content (1174). The Irish Research Council 
gender strategy and action plan 2013–2020 (1175) required that all funding applicants 
demonstrate that they have given full consideration to any potential sex and/or gender 
dimension in their research proposals. The Irish Research Council provides materials on 
sex/gender dimensions in research to their applicants and has previously offered voluntary training 

 

(1167) European Commission, DG Research and Innovation (2021), She Figures 2021 – Gender in research and 
innovation: Statistics and indicators, Publications Office of the European Union, Luxembourg 
(https://op.europa.eu/en/publication-detail/-/publication/67d5a207-4da1-11ec-91ac-01aa75ed71a1). 

(1168) Interview with an RFO, conducted 2022. 
(1169) Irish Research Council (n.d.), ‘Supporting equality, diversity and inclusion’ (https://research.ie/what-we-

do/support-equality-diversity-and-inclusion/). 
(1170) Interview with an RFO, conducted online in September 2022. 
(1171) SFI (n.d.), ‘Irish funding bodies to require Athena SWAN gender equality accreditation for higher education 

institutions to be eligible for research funding’ (https://www.sfi.ie/research-news/news/irish-funding-bodies-to-
require-athena-swan-gender-equality-accreditation-for-higher-education-institutions/). 

(1172) Interview with an RFO, conducted online in September 2022. 
(1173) Irish Research Council (2013), Irish Research Council Gender Strategy and Action Plan 

(https://research.ie/assets/uploads/2013/01/irish_research_council_gender_action_plan_2013_-2020.pdf). 
(1174) Irish Research Council (2018), Gender Strategy and Actions, Dublin 

(https://research.ie/assets/uploads/2018/08/04108-IRC-Gender-flyer-proof03-single.pdf). 
(1175) Irish Research Council (2013), Irish Research Council gender strategy and action plan 2013–2020, Dublin 

(https://research.ie/assets/uploads/2013/01/irish_research_council_gender_action_plan_2013_-2020.pdf). 

https://op.europa.eu/en/publication-detail/-/publication/67d5a207-4da1-11ec-91ac-01aa75ed71a1
https://research.ie/what-we-do/support-equality-diversity-and-inclusion/
https://research.ie/what-we-do/support-equality-diversity-and-inclusion/
https://www.sfi.ie/research-news/news/irish-funding-bodies-to-require-athena-swan-gender-equality-accreditation-for-higher-education-institutions/
https://www.sfi.ie/research-news/news/irish-funding-bodies-to-require-athena-swan-gender-equality-accreditation-for-higher-education-institutions/
https://research.ie/assets/uploads/2018/08/04108-IRC-Gender-flyer-proof03-single.pdf
https://research.ie/assets/uploads/2013/01/irish_research_council_gender_action_plan_2013_-2020.pdf
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and seminars on the topic to improve understanding and awareness of gender in R&I (1176). A 
review of their gender strategy and action plan in 2020 showed that, while the indication of the 
sex/gender dimension in research has improved over the years, challenges remain (1177). One 
such challenge is that some applicants do not fully understand the concept of a sex/gender 
dimension. It was noted that great differences in subject areas exist in terms of exposure to sex 
and gender dimensions throughout higher education, with students in the social sciences and 
humanities having more exposure to the concept, and at an earlier stage in their education, than 
students in STEM (1178). 

In addition, in 2014, the Irish Research Council introduced a gender-blind assessment for 
calls, which has since resulted in the increased representation of women researchers, 
especially in STEM postdoc programmes (1179). Since 2015, the council has been an 
active member of the Athena SWAN Ireland National Committee and contributed to reviews 
of the eligibility of institutions for funding (1180). In addition, as one of the Irish Research 
Council’s main calls is to fund early-stage researchers, a specific strand of this call was their 
Countess Markievicz Scholarship in Female Leadership (1181). The scholarship, which 
was introduced in 2019, has the aim of ‘assisting the development of national policies to 
increase the participation of women in senior leadership roles’ (1182). The Irish Research 
Council’s latest Strategic Plan 2020–2024 (1183) further promotes best practices to achieve 
gender equality in R&I. In order to realise the goals of the plan, the Irish Research Council 
reviews and updates its gender policies, monitors gender data and evaluates outcomes 
on an annual basis (from 2020) (1184). An example of this ongoing process can be seen in 
the recent Irish Research Council decision to implement revised gender categories within the 
grant management system to ‘encourage a more inclusive and diverse research culture in 
Ireland’ (1185). It has been noted that ensuring gender equality and change in HEI 
organisations is a collaborative effort at the state (macro), HEI (meso) and situational 
(micro) levels; if policy initiatives and everyday practice are not aligned, they risk invalidating 
any efforts made (1186). 

While the Irish Research Council has an extensive gender strategy in place, with many active 
measures and action plans as previously discussed, their first official GEP is currently still 
under construction (1187). Due to the reorganisation of governmental departments in 2020 and 

 

(1176) For example, see the online seminar: Irish Research Council (2022), ‘Progressing EDI in Ireland’s research 
and innovation system 17.02.22’, YouTube video (https://www.youtube.com/watch?v=u7Tl6FeAiw4). 

(1177) Ortus Economic Research and Loughborough University (2020), Review of Irish Research Council gender 
strategy and action plan, Irish Research Council, Dublin (https://research.ie/assets/uploads/2022/02/Review-of-
IRC-Gender-Strategy-and-Action-Plan_comp.pdf). 

(1178) Interview with an RFO, conducted in 2022. 
(1179) Irish Research Council (2018), Gender Strategy and Actions, Dublin 

(https://research.ie/assets/uploads/2018/08/04108-IRC-Gender-flyer-proof03-single.pdf). 
(1180) Ibid. 
(1181) Interview with an RFO, conducted 2022. 
(1182) Irish Research Council (2017), ‘Countess Markievicz Scholarship in Female Leadership’ 

(https://research.ie/assets/uploads/2017/05/EBP2020-Theme-Information-Countess-Markievicz-
Scholarship.pdf). 

(1183) Irish Research Council (2020), Strategic Plan 2020–2024, Dublin 
(https://research.ie/assets/uploads/2020/01/Irish-Research-Council-Strategic-Plan-2020-2024.pdf). 

(1184) Irish Research Council (2017), Implementation Plan for Strategic Plan 2020–2024, Dublin 
(https://research.ie/assets/uploads/2017/05/Irish-Research-Council-Implementation-Plan.pdf). 

(1185) Irish Research Council (2021), ‘The Irish Research Council expands its gender categories to be more inclusive’ 
(https://research.ie/what-we-do/loveirishresearch/blog/the-irish-research-council-expands-its-gender-
categories-to-be-more-inclusive/). 

(1186) O’Connor, P. and Irvine, G. (2020) ‘Multi-level state interventions and gender equality in higher education 
institutions: The Irish case’, Administrative Sciences, Vol. 10, No 4, 98 (https://www.mdpi.com/2076-
3387/10/4/98). 

(1187) Interview with an RFO, conducted online in September 2022. 
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the resulting merger of two subdepartments – namely the transfer of the further and higher 
education, research and science functions from the Department of Education (to which the 
council belonged) and the transfer of the research policy and programmes functions from the 
Department of Enterprise, Trade and Employment (to which the SFI belonged) into the new 
Department of Further and Higher Education, Research, Innovation and Science – the Irish 
Research Council and the SFI will be amalgamated into one RFO. Accordingly, they are 
currently working on a joint GEP (1188). While all present gender equality measures are only 
directed towards RPOs, the upcoming GEP will also address the new RFO inwardly. 

In addition, both the Irish Research Council and UK Innovation (which is part of the UKRI) 
were members of FORGEN, a transnational CoP organised within the Horizon 2020 ACT 
project. Since June 2022, this COP has continued its work under the Horizon Europe project 
GENDERACTIONplus (1189). As part of CoP activities, four working groups were set up to 
exchange experience and organise mutual learning events on topics such as the integration 
of the gender dimension into R&I content, bias in the R&I funding process (led by the Irish 
Research Council), the promotion of institutional change and intersectionality and broader 
inclusiveness. Moreover, the council has actively participated in the GENDER-NET ERA-
NET (2013–2016; funded by the FP7 SiS work programme) (1190) and its follow-up, the 
Gender-NET Plus ERA-NET Cofund (2017–2023; funded by the Horizon 2020 SwafS work 
programme) (1191), through which it has strengthened its gender equality policies, shared 
practices and managed co-funding with other RFOs. 

11.4.4.3. United Kingdom: UK Research Innovation 

As the United Kingdom’s largest public funder of R&I, with a combined budget of more than 
GBP 6 billion (1192), the UKRI – which encompasses seven research councils, Innovate UK, 
Research England, centres, institutes and units and corporate services – is committed to 
gender equality across the R&I system and promotes inclusive R&I. It is an executive 
non-departmental public body, sponsored by the Department for Business, Energy & 
Industrial Strategy (BEIS) (1193). BEIS has a special focus on promoting gender equality, 
which includes but is not limited to a gender equality hub (1194) and policy documents for the 
promotion of gender equality in R&I for international collaborations (1195). The UKRI follows 
the Equality Act (1196), but a stakeholder from the UKRI indicated that the institution expands 
upon the requirements of the Equality Act in terms of inclusiveness by more broadly investing 
in a range of diverse people and works that provide equal opportunities. By doing so, the 
UKRI funds research and research teams that can both contribute to and benefit from diverse 
R&I (1197). 

 

(1188) Ibid. 
(1189) FORGEN (2019), ‘About FORGEN (https://forgen.act-on-gender.eu/content/about-forgen). 
(1190) European Commission (n.d.), ‘Promoting gender equality in research institutions and the integration of the 

gender dimension in research contents’ (https://cordis.europa.eu/project/id/618124/reporting). 
(1191) European Commission (n.d.), ‘ERA-NET cofund promoting gender equality in H2020 and the ERA’ 

(https://cordis.europa.eu/project/id/741874). 
(1192) Gov.uk (n.d.), ‘UK Research and Innovation’ (https://www.gov.uk/government/organisations/uk-research-and-

innovation). 
(1193) Ibid. 
(1194) Gov.uk (n.d.), ‘Equality Hub’ (https://www.gov.uk/government/organisations/the-equality-hub). 
(1195) BEIS (2021), Gender equality in research and innovation official development assistance (ODA), London 

(https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/989934/res
earch-innovation-oda-gender-equality.pdf). 

(1196) Equality Act 2010, 8 April 2010 (https://www.legislation.gov.uk/ukpga/2010/15/contents). 
(1197) Interview with an RFO, conducted online in September 2022. 
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The UKRI GEP objective ‘Gender in research and teaching’ highlights a strengthening of 
good-practice action within external centres, institutes and units, which involves an evidence-
based approach (through data collection) (1198). This framework, however, will not be fully 
implemented until 2024, according to the GEP timeline. In addition, the institute has an 
advisory group for EDI, which helps set targets and identify priorities. In March 2023, the EDI 
strategy was published, comprising four key objectives that serve as a framework and are 
focused on developing an inclusive and accessible R&I system that promotes diversity and 
an inclusive and equitable workplace culture (1199). 

The UKRI does have some specific funding requirements, which include the request for a 
gender equality statement in all applications for the Global Challenges Research Fund and 
Newton Fund from April 2019 (1200). The UKRI provides guidance and toolkits on policies, 
language and expectations for EDI to both its internal workforce and institutions 
receiving UKRI funding (1201). As an example, the UKRI Medical Research Council provides 
guidance on the sex of model organisms in experimental design (1202) and, as of September 
2022, the Medical Research Council requires both sexes to be used by default in the 
experimental design of grant applications involving animals, and human and animal tissues 
and cells, unless there is strong justification for not doing so (1203). Following an ethnicity 
analysis in December 2020, the UKRI published an update regarding its plans to address 
under-representation across funding applicants; this included some specific references to 
gender inclusion (1204). Actions taken since the report include the strengthening of data 
collection and analysis, for example by undertaking additional analysis to better gauge 
disparities in gender and race and ethnicity in its funding portfolio. The UKRI publishes 
annual reports, including pay gap reports (1205) on both the institution and constituent 
organisations; see Annex 2 to this case study for a list of reports published by institutions. 

The Biotechnology and Biological Sciences Research Council (BBSRC) within the UKRI 
(which funds the John Innes Centre) launched its institute strategy in 2021 (1206). The strategy 
outlines 10 principles across three themes and states that funding will be based upon 
institutions meeting the principles. While not mentioning gender specifically, principle 8 
encompasses the theme of ‘Culture’ and encourages institutes to be best-practice examples 
by promoting equality within a positive research culture that is inclusive and diverse. 
The principle also promotes having a governance framework that can operate in such an 
environment. The report includes strategic goals of BBRSC investment in its institutes as well 
as recommendations on how to meet these goals and how institutes can enact the outlined 

 

(1198) UKRI (2022), ‘Gender equality plan 2022 to 2026’ (https://www.ukri.org/publications/ukri-gender-equality-
plan/gender-equality-plan-2022-to-2026/#section-gender-in-research-and-teaching:-objectives). 

(1199) UKRI (2023), ‘EDI strategy and action plans’ (https://www.ukri.org/what-we-offer/supporting-healthy-research-
and-innovation-culture/equality-diversity-and-inclusion/edi-strategy/). 

(1200) UKRI (2021), UKRI Gender Equality Statement Guidance, Swindon (https://www.ukri.org/wp-
content/uploads/2021/02/UKRI-250221-Gender-equality-statement-guidance.pdf). 

(1201) UKRI (n.d.), ‘Guidance for equality, diversity and inclusion’ (https://www.ukri.org/about-us/policies-standards-
and-data/good-research-resource-hub/equality-diversity-and-inclusion/). 

(1202) Interview with an RFO, conducted 2022. 
(1203) UKRI Medical Research Council (n.d.), ‘Sex in experimental design’ 

(https://www.ukri.org/councils/mrc/guidance-for-applicants/policies-and-guidance-for-researchers/sex-in-
experimental-
design/#:~:text=Guidance%20on%20new%20requirements,justification%20for%20not%20doing%20so). 

(1204) UKRI (2021), Addressing Under-representation and Active Participation – October 2021 update, Swindon 
(https://www.ukri.org/wp-content/uploads/2021/10/UKRI-071021-AddressingUnder-
representationUpdate07Oct.pdf). 

(1205) UKRI (2021), Gender Pay Gap Report 2021, Swindon (https://www.ukri.org/wp-content/uploads/2022/04/UKRI-
25042022-6141_JS_UKRI_GenderPayGap2021_CA_DS-V13.pdf). 

(1206) UKRI BBSRC (2021), BBSRC Institute Strategy, Swindon (https://www.ukri.org/wp-
content/uploads/2021/07/BBSRC-120721-InstituteStrategy.pdf). 
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principles. Biannual partnership meetings (between BBSRC and institute directors), annual 
visits and monitoring help to maintain the accountability of both the BBSRC and institutes. 

11.4.5. Impact of funding agencies actions on gender equality in their funded 
institutions and/or at the national level 

11.4.5.1. Germany: the German Research Foundation and the University of 
Göttingen 

The national and regional (Land) legislation (1207) that enforces gender equality policies and 
reporting has fostered years-long progress in both the DFG and the University of Göttingen. 
However, it appears to be the DFG’s implementation of their own voluntary commitments that 
has had the greatest impact on its member organisations. A stakeholder from the DFG noted 
that, while the foundation has no formal role in funding or implementing GEPs or GEP-
associated policies within its member organisations, it acts more as a role model. This is 
seen through its actions and through its commitment to member organisations adopting 
gender equality policies in line with its own through the research-oriented equity and diversity 
standards (renamed as such in 2022, previously known as the Research-Oriented Gender 
Equality Standards). A DFG evaluation in 2017 (1208) showed a positive impact of the 
foundation’s actions on gender equality at the university level. This included enhanced state-
level monitoring on the representation of women in R&I, as well as the organisational 
development and cultural shift towards equality in institutions (1209). The study evaluated the 
DFG’s standards, which were proposed in the DFG and among all member institutions in 
2008. All member HEIs voluntarily committed to incorporating those measures and working 
to further gender equality. The study concludes that the DFG’s own GEP-associated 
measures resulted in the increased representation of women at almost all levels within 
academia (1210). 

In addition, comparing the DFG’s yearly evaluation reports shows an increase in women 
professors in its member HEIs from 16.7 % in 2007 to 23.4 % in 2016 (1211). Over the same 
period, proportional increases in women researchers and applications submitted by women 
and an increase in women peer reviewers can be observed, although women are still under-
represented in these categories. The highest proportion of women can be seen in women 
researchers, who made up an average of 39 % in all academic disciplines in 2016 (1212). The 
report predicts that by 2025 around one third of women researchers can, realistically, become 
professors. Based on that prediction, in 2017, the DFG introduced the goal of women making 
up 30 % of members in decision-making bodies (1213). Comparing the percentage of women 
professors over recent years in German HEIs per academic subject, the lowest 
representation is consistently within the IT and engineering sector, ranging from 8.7 % in 

 

(1207) The Federal Equalities Act (2015) and the higher education acts of the Länder, for example the Lower Saxony 
Higher Education Act (2007). 

(1208) DFG (2017), Die Forschungsorientierten Gleichstellungsstandards der DFG: Umsetzung und Wirkungsweisen, 
Bonn (https://zenodo.org/records/1469465 - .XZ3VruTV5aQ). 

(1209) DFG (2022), ‘Information on the development and implementation process of the DFG’s “research-oriented 
equity and diversity standards”’ 
(https://www.dfg.de/en/research_funding/principles_dfg_funding/equal_opportunities/general_information/rese
arch_oriented/implementation_process/index.html). 

(1210) DFG (2017), Die Forschungsorientierten Gleichstellungsstandards der DFG: Umsetzung und Wirkungsweisen, 
Bonn (https://zenodo.org/records/1469465 - .XZ3VruTV5aQ). 

(1211) DFG (2017), Chancengleichheits-Monitoring 2017, Bonn (https://zenodo.org/record/1481751#.XDcOq-
SotaQ#.XDcOq-SotaQ). 

(1212) Ibid. 
(1213) Ibid. 
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2013 (1214) to 10.9 % in 2019 (1215). The highest representation of women professors is in the 
social sciences, with 31.5 % in 2013 and 37.2 % in 2019 (1216). The most recent evaluation 
report from December 2021 (1217) shows that women in member HEIs are still in the minority 
of those conducting peer reviews, ranging from 10.9 % to 31.1 % per academic 
discipline (1218). The involvement of women from member HEIs in DFG programmes remains 
relatively low but has increased from 18.5 % in 2013 to 24.1 % in 2020. While no impacts can 
be directly linked to the establishment of a GEP, a slow but steady improvement of gender 
equality has been seen in most areas since the DFG committed its members to the research-
oriented equity and diversity standards in 2008. 

According to a stakeholder from the DFG, a further notable change was that, due to the 
appointment of a dedicated equal opportunities officer, the network has grown in strength 
and there is increased discourse with universities and researchers, who are able to use 
the dedicated point of contact as a resource to answer questions regarding diversity 
measures or procedures that they might not fully understand. It was also discussed in an 
interview how having an internal working group on gender equality, with one responsible 
person per department, was highly beneficial to the DFG. It has led to gender equality and 
diversity being an omnipresent subject within the institution. 

Interestingly, a stakeholder interviewed noted that the introduction of funding resources 
related to the promotion of gender equality had created the impression that men receive 
funding through standard funding channels while women rely more on funding from specially 
allocated funds. This is not the intended impact of such funds, and there should be more 
equal representation within the standard fund. It was suggested that this was indicative of a 
lack of understanding of the application of diversity guidelines. 

For further evidence on impact, the University of Göttingen can be considered, as it is one 
of the DFG-funded institutions and has undertaken actions to reduce gender inequalities 
since before 2010. In 2008, at the Annual General Meeting, the DFG passed a resolution for 
all member universities to adhere to research-oriented gender equality standards (1219). As a 
member university, the University of Göttingen took up the standards – in particular, the 
requirement to raise the proportions of women at all career levels (1220). A framework for 
the establishments of GEPs was announced as early as 2008 (1221), and currently all faculties 
have their own GEPs in place, which are published on the University website (1222). In 
addition, the university established a dedicated Equal Opportunities and Diversity Unit (1223). 
The university pursues a comprehensive equal opportunities policy, including target-group-

 

(1214) DFG (2014), Chancengleichheits-Monitoring 2013, Bonn 
(https://zenodo.org/record/1922309#.XDcPMeSotaQ%23.XDcPMeSotaQ). 

(1215) DFG (2021), Chancengleichheits-Monitoring 2021, Bonn (https://zenodo.org/record/5795513#.YcQ8KJeg82w). 
(1216) DFG (2017), Chancengleichheits-Monitoring 2017, Bonn (https://zenodo.org/record/1481751#.XDcOq-

SotaQ#.XDcOq-SotaQ). 
(1217) DFG (2021), Chancengleichheits-Monitoring 2021, Bonn (https://zenodo.org/record/5795513#.YcQ8KJeg82w). 
(1218) Ibid. 
(1219) University of Göttingen (n.d.), ‘German Research Foundation’s research-oriented standards on gender 

equality’ (https://www.uni-goettingen.de/en/german+research+foundation%E2%80%99s+research-
oriented+standards+on+gender+equality/114758.html). 

(1220) Ibid. 
(1221) University of Göttingen (2008), Rahmenplan Gleichstellung der Georg-August-Universität Göttingen, Göttingen 

(https://www.uni-
goettingen.de/de/document/download/f40979ef5d88257f67c0056dee0ef15d.pdf/Rahmenplan%20Gleichstellun
g.pdf). 

(1222) University of Göttingen (n.d.), ‘Gleichstellungspläne an der Universität’ (https://www.uni-
goettingen.de/en/equality+plans+%28website+in+german%29/54923.html). 

(1223) University of Göttingen (n.d.), ‘Equal Opportunity and Diversity Unit’ (https://www.uni-
goettingen.de/en/476233.html). 
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specific support measures with a broader gender mainstreaming culture. Individual-
level support is being offered through the Dorothea Schlözer programme (1224), founded in 
2009, which supports early-career researchers from all disciplines, promoting equal 
opportunities and focusing on women postdoctorates and professors. 

The University of Göttingen acknowledges that its motivation to provide gender-related 
statistics was pressure from the standards set by institutions such as the DFG (e.g. the 
research-oriented equity and diversity standards) (1225), thus illustrating the key role such 
RFO-imposed standards can have. Moreover, as an active member of the nationwide 
network Equal Opportunity Controlling at Universities (1226), the university works to ensure 
equal opportunities controlling through continuous data monitoring. This includes the 
collection of equality-related data and the creation of databases for individual subject 
areas (1227). Yet the only faculty identified as having published a mid-point evaluation since 
incorporating the DFG’s standards in 2008 is the Faculty of Philosophy (1228). In 2015, the 
faculty additionally implemented a GEP. The mid-point evaluation was conducted in 2018 
and describes, on the one hand, a 6 % increase in women successfully completing doctoral 
programmes. The proportion of women professors, on the other hand, did not increase and 
remains at roughly 40 %. Only one faculty reports such figures, additional data published by 
the university are limited and, as a whole, it provides only basic binary data (1229). 

The university also has an Equal Innovation Fund (1230), through which equal opportunity 
projects are funded. Funding is also available through GenderConsulting in Collaborative 
Research, part of the equal opportunities office and wider GenderConsulting 
Verbundforschung network, which offers support to researchers regarding the creation and 
implementation of DFG (and other funding agency) requirements to include equal opportunity 
concepts (1231). 

11.4.5.2. Ireland: the Irish Research Council and Maynooth University 

Many of the actions of the Irish Research Council and Maynooth University discussed in this 
case study are a result of HEA requirements or actions regarding gender equality, pointing 
to the sort of collaborative efforts at multiple levels that best support and promote GEP 
development and implementation. It is the recommendation of the (November 2022) national 
review that governing authorities/bodies should hold responsibility for taking the lead in 
progressing gender equality within HEIs (1232). Stakeholder perceptions indicate that the HEA 
recommendations, which led to an Athena SWAN award being a funding requirement, 
motivated action from individuals who understood that their research grants could be 

 

(1224) University of Göttingen (n.d.), ‘Dorothea Schlözer programme’ (https://www.uni-goettingen.de/en/113209.html). 
(1225) University of Göttingen (n.d.), ‘Gender equality monitoring’ (https://www.uni-goettingen.de/en/93206.html). 
(1226) Equal Opportunities Controlling at Universities (n.d.), ‘Welcome to the network for Equal Opportunities 

Controlling at Universities’ (http://www.gleichstellungscontrolling-unis.de/Startseite/). 
(1227) University of Göttingen (n.d.), ‘Gender equality monitoring’ (https://www.uni-goettingen.de/en/93206.html). 
(1228) University of Göttingen, Faculty of Philosophy (2018), ‘Gleichstellungsplan und Gleichstellungsbericht’ 

(https://www.uni-
goettingen.de/de/document/download/0064c14d61ad6ed67613b96db68fa5fb.pdf/Gleichstellungsplan%202018
.pdf). 

(1229) University of Göttingen (n.d.), ‘Numbers, data, facts’ (https://www-uni--goettingen-
de.translate.goog/de/626482.html?_x_tr_sl=de&_x_tr_tl=en&_x_tr_hl=en&_x_tr_pto=sc). 

(1230) University of Göttingen (n.d.), ‘Equality Innovation Fund’ (https://www.uni-goettingen.de/en/542955.html). 
(1231) University of Göttingen, ‘GenderConsulting in Collaborative Research’ 

(http://web.archive.org/web/20221203021126/https://www.uni-goettingen.de/en/263543.html). 
(1232) HEA (2022), Report of the Expert Group: 2nd HEA national review of gender equality in Irish higher education 

institutions, Dublin (https://hea.ie/assets/uploads/2022/03/Report-of-the-Expert-Group-2nd-HEA-National-
Review-of-Gender-Equality-in-Irish-Higher-Education-Institutions.pdf). 

https://www.uni-goettingen.de/en/113209.html
https://www.uni-goettingen.de/en/93206.html
http://www.gleichstellungscontrolling-unis.de/Startseite/
https://www.uni-goettingen.de/en/93206.html
https://www.uni-goettingen.de/de/document/download/0064c14d61ad6ed67613b96db68fa5fb.pdf/Gleichstellungsplan%202018.pdf
https://www.uni-goettingen.de/de/document/download/0064c14d61ad6ed67613b96db68fa5fb.pdf/Gleichstellungsplan%202018.pdf
https://www.uni-goettingen.de/de/document/download/0064c14d61ad6ed67613b96db68fa5fb.pdf/Gleichstellungsplan%202018.pdf
https://www-uni--goettingen-de.translate.goog/de/626482.html?_x_tr_sl=de&_x_tr_tl=en&_x_tr_hl=en&_x_tr_pto=sc
https://www-uni--goettingen-de.translate.goog/de/626482.html?_x_tr_sl=de&_x_tr_tl=en&_x_tr_hl=en&_x_tr_pto=sc
https://www.uni-goettingen.de/en/542955.html
https://hea.ie/assets/uploads/2022/03/Report-of-the-Expert-Group-2nd-HEA-National-Review-of-Gender-Equality-in-Irish-Higher-Education-Institutions.pdf
https://hea.ie/assets/uploads/2022/03/Report-of-the-Expert-Group-2nd-HEA-National-Review-of-Gender-Equality-in-Irish-Higher-Education-Institutions.pdf


 

306 
 

affected if the institution did not comply or could not demonstrate its progress (1233). The HEA 
requires that institutions show progress and submit annual reports (1234); otherwise, they risk 
losing some of their funding. It was noted by a stakeholder that, despite there being several 
EU projects on gender equality operating within Ireland’s R&I sector, real change was noted 
when financial repercussions were introduced. However, an Irish Research Council 
stakeholder commented that this type of forced implementation, also seen with Horizon 
Europe’s GEP requirement, does not lead to a considered approach to gender equality in 
R&I, tends to cause a rush to implement changes and meet the bare minimum requirements 
and does not necessarily equate to real cultural change, which takes much longer to realise. 

A further motivating factor for institutions and staff at the individual level, according to a 
stakeholder, is having access to gender-disaggregated historical data – such as data on 
staff by gender (including staff members whose gender identities do not conform to binary 
female and male categories), pay by gender, leadership position and discipline, and on 
Athena SWAN institutional and departmental awards won by HEIs, which are collected from 
all HEA-funded institutions and provided to the HEA (1235) – to demonstrate the areas that 
need improvements or are areas of concern for the institution. Gender-equality-related data, 
such as staff composition by gender in Irish HEIs, is published by the All-Island Research 
Observatory through the National Gender Equality Dashboard for Higher Education 
Institutions (HEIs), hosted by Maynooth University (discussed in more detail later in this 
section) (1236). The HEA also publishes easily accessible data on gender-equality-related 
measures on its website (1237). As another example, a stakeholder described how using 
applicant data that showed disparities in the institutions’ applicant history allowed RFOs to 
introduce specific requirements to increase, for example, women-led research projects, 
without reducing the number of male-led projects. Measures such as these enabled RPOs to 
make tailored decisions regarding their future applicants. 

According to one stakeholder, gender equality was a topic that many people in RPOs did not 
know how to address, did not have adequate knowledge to describe or did not think was an 
issue. Education and academic ‘safe spaces’ (e.g. equal opportunities offices, 
practices or communities that create non-judgemental spaces and an atmosphere of 
support for diverse perspectives and experiences) were indicated to be drivers of 
change in discourse and of training that allow staff and students to better understand their 
role in implementing changes or adjusting their behaviours. The Athena SWAN requirement 
enforced by the Irish Research Council and other RFOs in Ireland has contributed to the 
provision of these spaces and dedicated resources. Similarly, it was suggested that by having 
policies and requirements at multiple levels (through state requirements, RFOs and HEIs) 
there was an enhanced network of knowledge and support from which institutions could 
draw. 

 

(1233) Interview with a stakeholder, conducted online in September 2022. 
(1234) HEA (2019), HEA Statement on Athena SWAN Charter in Ireland, Dublin 

(https://research.ie/assets/uploads/2017/05/HEA-Statement-on-Athena-SWAN-Charter-in-Ireland-2019_July-
2019-1.pdf). 

(1235) HEA (2021), ‘Higher education institutional staff profiles by sex and gender (31st December 2021)’ 
(https://hea.ie/policy/gender/statistics/higher-education-institutional-staff-profiles-by-sex-and-gender/). 

(1236) Maynooth University and All-Ireland Research Observatory (n.d.), ‘National Gender Equality Dashboard for 
Higher Education Institutions (HEIs)’ (https://www.maynoothuniversity.ie/gender-equality-dashboard). 

(1237) HEA (2021), ‘Higher education institutional staff profiles by sex and gender (31st December 2021)’ 
(https://hea.ie/policy/gender/statistics/higher-education-institutional-staff-profiles-by-sex-and-gender/). 
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Stakeholder perceptions are supported by reports that include reflections on impact. A review 
of the Irish Research Council’s gender strategy and action plan for 2013–2020 (1238) showed 
an increase in the proportion of women who hold an Irish Research Council award. 
Measures such as making the proposal process gender-blind led to the equal delivery of 
awards to men and women. In addition, the review found that there is now more 
representation of women in the council’s international assessment panels (44 %). 
However, there are still disparities across the career life cycle, as applications from women 
decrease in higher positions (as early as the postdoctoral stages), indicating that further 
action is needed. Furthermore, one stakeholder from the Irish Research Council noted that, 
while evaluation reports exist and progress can be seen, it is difficult to disentangle the 
measures and policies that had an impact from those that did not since many were introduced 
simultaneously by various bodies (including the HEA and Horizon 2020) and alongside 
changes researchers made at the individual level. 

Maynooth University was the first institution to hold an Athena SWAN Bronze Award under 
the expanded version of the Athena SWAN Charter that includes arts, humanities and social 
sciences disciplines as well as STEM. The HEA-required Athena SWAN Bronze 
accreditation includes the creation of a comprehensive gender equality action plan for 2018–
2022 (1239), which is underpinned by the university’s equality and diversity policy. One action 
in the plan was to increase the number of women professors at the university. Through the 
HEA’s senior academic leadership initiative (1240), the university secured four professor 
posts for women academics under two calls. The initiative provides funding for a professor 
post if an institution can demonstrate that it has sufficiently progressed its GEP and has 
significant under-representation of women in the field in question. 

An Equality, Diversity, Inclusion and Interculturalism Office was established in 2019 and 
produces an annual report on progress (a further requirement of the HEA) (1241). The latest 
report outlines gender equality achievements in 2019/2020, which include sponsoring the 
participation of six women employees in the Aurora leadership development programme for 
2019/2020, a higher education leadership development initiative for women, and updating 
the staff maternity leave policy (1242). In addition, the university developed a Gender Identity 
and Expression Policy (1243), which is aimed at transgender and gender-diverse staff and 
students. Lastly, as part of Maynooth University’s GEP measures, the All-Island Research 
Observatory (1244) (a research and consultancy unit hosted by Maynooth University) 
designed, implemented and now hosts the National Gender Equality Dashboard for 
Higher Education Institutions (HEIs). The tool offers a comparative visualisation of 

 

(1238) Ortus Economic Research and Loughborough University (2020), Review of Irish Research Council gender 
strategy and action plan, Irish Research Council, Dublin (https://research.ie/assets/uploads/2022/02/Review-of-
IRC-Gender-Strategy-and-Action-Plan_comp.pdf). 

(1239) Maynooth University (2022), Maynooth University Gender Equality Action Plan 2018–2022, Maynooth 
(https://www.maynoothuniversity.ie/sites/default/files/assets/document//MU%20Gender%20Equality%20Action
%20Plan%202018-2022-WEB.pdf). 

(1240) HEA (n.d.), ‘Senior academic leadership initiative’ (https://hea.ie/policy/gender/senior-academic-leadership-
initiative/). 

(1241) Maynooth University (n.d.), ‘Annual EDI report’ (https://www.maynoothuniversity.ie/edi/edi-reports/annual-
report). 

(1242) Maynooth University, EDI Annual Report 2019/20 
(https://www.maynoothuniversity.ie/sites/default/files/assets/document/M13472%20-
MAYNOOTH%20UNIVERSITY_EDI%20Report_Hyperlinked_English.pdf). 

(1243) Maynooth University (2018), Gender Identity and Expression Policy, Maynooth 
(https://www.maynoothuniversity.ie/sites/default/files/assets/document/Gender%20Identity%20and%20Express
ion%20Policy_0.pdf). 

(1244) Maynooth University and All-Ireland Research Observatory (n.d.), ‘National Gender Equality Dashboard for 
Higher Education Institutions (HEIs)’ (https://www.maynoothuniversity.ie/gender-equality-dashboard). 
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gender-disaggregated data, based on published HEI staff profiles from the HEA (1245). The 
dashboard is described as ‘an excellent example of synergy between a university and 
government agencies to ensure evidence-based decision making and better social policy 
development’ (1246). The data are easily and publicly accessible and show progress from 2017 
to 2020. Comparing the gender composition in government and management structures, for 
example, it can be seen that the university’s Academic Council and Governing Authority 
increased their proportions of women members, while the proportion in its Executive 
Management decreased slightly from an initial 38 % women members to 33 % in 2020 (1247). 

A Maynooth University stakeholder noted that one good-practice example that resulted from 
RFOs imposing GEP requirements involved the voluntary use of gender balance as a 
criterion in team selection by a panel that might not have considered this without the 
enhanced discourse and awareness (1248). However, it was noted that implementing gender 
equality actions can often lead to excess work, and efforts need to be made to change the 
workload allocation model. It was also suggested by an Irish Research Council stakeholder 
that some council funding requirements meet pushback from the funded institutions, which 
do not want RFOs interfering with their internal policies. For example, the Irish Research 
Council policy on bullying, harassment and sexual harassment (1249), which prevents 
applicants from receiving funds if they have a related sanction against them, was initially met 
with protest from some institutions that felt that the council did not have the right to further 
sanction their researchers. These bureaucratic barriers introduce a further burden of work for 
RFO and RPO staff. Furthermore, it was implied by a Maynooth University stakeholder that 
gender equality policies, such as introducing specific funding pots, can be weaponised by 
individuals who seek out gender-related funding pots not because they value equality 
measures but as an opportunity to increase their own project/department funding. 

Maynooth University won the Newcomer Gender Equality Champion Prize of the Horizon 
Europe EU Award for Gender Equality Champions, created in 2022. The award honours 
progress made by academic and research institutions in promoting gender equality for staff 
and students. Maynooth University’s application highlighted its achievements in gender 
equality since 2017 through its gender equality action plan (1250). The university’s Gender 
Equality Steering Group, along with other departments, has implemented major 
improvements in gender data gathering and analysis. In addition, the university has a 
dedicated intersectionality working group to promote inclusiveness (1251). This award 
acknowledges Ireland’s leadership in EDI in HEIs throughout Europe (1252). 

 

(1245) Ibid. 
(1246) Maynooth University (2021), ‘Minister Simon Harris launches National Gender Equality Dashboard for HEIs’ 

(https://www.maynoothuniversity.ie/research/research-news-events/latest-news/minister-simon-harris-
launches-national-gender-equality-dashboard-heis). 

(1247) Maynooth University and All-Ireland Research Observatory (n.d.), ‘National Gender Equality Dashboard for 
Higher Education Institutions (HEIs)’ (https://www.maynoothuniversity.ie/gender-equality-dashboard). 

(1248) Interview with a stakeholder, conducted online in September 2022. 
(1249) Irish Research Council (2021), Irish Research Council policy on bullying, harassment and sexual harassment, 

Dublin (https://research.ie/assets/uploads/2021/06/IRC-Bullying-Harassment-and-Sexual_Harassment-
Policy_June-2021.pdf). 

(1250) Maynooth University (2023), ‘Maynooth University receives EU Award for Gender Equality Champions’ 
(https://www.maynoothuniversity.ie/news-events/maynooth-university-receives-eu-award-gender-equality-
champions#). 

(1251) Maynooth University EDI (2022), ‘Maynooth University: Championing change’, YouTube video 
(https://youtu.be/U0rSrU_1C34). 

(1252) Gov.ie (2023), ‘Minister Harris congratulates three Irish universities awarded Gender Equality Champions on 
International Women’s Day’ (https://www.gov.ie/en/press-release/4ddb4-minister-harris-congratulates-three-
irish-universities-awarded-gender-equality-champions-on-international-womens-

 

https://www.maynoothuniversity.ie/research/research-news-events/latest-news/minister-simon-harris-launches-national-gender-equality-dashboard-heis
https://www.maynoothuniversity.ie/research/research-news-events/latest-news/minister-simon-harris-launches-national-gender-equality-dashboard-heis
https://www.maynoothuniversity.ie/gender-equality-dashboard
https://research.ie/assets/uploads/2021/06/IRC-Bullying-Harassment-and-Sexual_Harassment-Policy_June-2021.pdf
https://research.ie/assets/uploads/2021/06/IRC-Bullying-Harassment-and-Sexual_Harassment-Policy_June-2021.pdf
https://www.maynoothuniversity.ie/news-events/maynooth-university-receives-eu-award-gender-equality-champions
https://www.maynoothuniversity.ie/news-events/maynooth-university-receives-eu-award-gender-equality-champions
https://youtu.be/U0rSrU_1C34
https://www.gov.ie/en/press-release/4ddb4-minister-harris-congratulates-three-irish-universities-awarded-gender-equality-champions-on-international-womens-day/#:~:text=Trinity%20College%20Dublin%2C%20Maynooth%20University,Gender%20Equality%20Champions%20in%20Brussels
https://www.gov.ie/en/press-release/4ddb4-minister-harris-congratulates-three-irish-universities-awarded-gender-equality-champions-on-international-womens-day/#:~:text=Trinity%20College%20Dublin%2C%20Maynooth%20University,Gender%20Equality%20Champions%20in%20Brussels


 

309 
 

11.4.5.3. United Kingdom: UK Research Innovation and the John Innes Centre 

The UKRI has an extensive monitoring framework that collects a host of data on its 
research applicants and operations (1253). These data are made publicly available and 
support further actions to address how inequalities arise in the application process (1254). 
Harmonised findings from 2014–2019 (1255) included data on applicants and studentships. 
They show that the proportions of women and ethnic minority applicants for research 
grants and fellowships have increased and continue to do so and that women applicants 
have increased by up to 34 %. A report by the UKRI’s Engineering and Physical Sciences 
Research Council found that women are under-represented in its applicant pool, particularly 
for large grants, and that, while awards are distributed evenly between men and women, the 
grant value is not (1256). This was echoed in the overall diversity data findings, which showed 
that, for principal investigators, median award values were 43 % higher for men than for 
women. The council created an action plan to address the most pertinent issues documented 
in the analysis (1257), but it is unclear if these impacts have yet been measured or felt across 
institutions. 

The UKRI BBSRC funds a large portion of the John Innes Centre’s research 
programmes (1258). While the John Innes Centre does not receive any specific earmarked 
funding from the BBSRC for its GEP, it has received an Institute Development Grant from the 
BBSRC, which has a funding pot for institute culture; this funding was used to create the 
new position of EDI advisor (0.5 FTE) in January 2022 (1259). The EDI advisor is the only 
employee at the centre specifically working on EDI or gender equality and their main 
responsibility is preparing for Athena SWAN award renewal, which was to take place in March 
2023. The EDI advisor has contributed to writing the most recent GEP as part of the Athena 
SWAN submission criteria. Once the award is renewed, there is no guarantee that this 
position will continue at the centre, as funding might not be prioritised for this role if budgets 
are constrained (1260). 

The Athena SWAN Charter was attribute a key role in ensuring gender equality remains on 
the agenda for the John Innes Centre (1261). As part of fulfilling the criteria for Athena SWAN 
awards, the centre undertakes an analysis of staff and students every 5 years, including a 
progress report on the previous action plan and the introduction of a new SMART 5-year 
action plan (1262). The centre was the first research institute in the United Kingdom to be 
awarded the Athena SWAN Gold Award, in 2017, and preparations were being made for its 

 

day/#:~:text=Trinity%20College%20Dublin%2C%20Maynooth%20University,Gender%20Equality%20Champio
ns%20in%20Brussels). 

(1253) UKRI (2021), ‘Research council funding: Diversity data, financial year 2019 to 2020’ 
(https://www.ukri.org/publications/research-council-funding-diversity-data-financial-year-2019-to-2020/). 

(1254) UKRI (n.d.), ‘Addressing under-representation and active participation’ (https://www.ukri.org/what-we-
offer/supporting-healthy-research-and-innovation-culture/equality-diversity-and-inclusion/addressing-under-
representation-and-active-participation/). 

(1255) UKRI (n.d.), ‘Diversity data’ (https://www.ukri.org/what-we-offer/supporting-healthy-research-and-innovation-
culture/equality-diversity-and-inclusion/diversity-data/). 

(1256) UKRI Engineering and Physical Sciences Research Council (2022), Gender Diversity in Our Portfolio: Survey 
findings and interventions, Swindon (https://www.ukri.org/wp-content/uploads/2022/05/EPSRC-110522-
GenderDiversityInOurPortfolioSurveyFindingsAndInterventions.pdf). 

(1257) Ibid. 
(1258) John Innes Centre (n.d.), ‘Where our funding comes from’ (https://www.jic.ac.uk/about-us/our-funding-annual-

reports-accounts/where-our-funding-comes-from/). 
(1259) Interview with an RPO, conducted online in September 2022. 
(1260) Ibid. 
(1261) Ibid. 
(1262) Ibid. 
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renewal in March 2023 (1263). The award recognises a family-friendly working culture, which 
allows for many flexible working arrangements. This was reflected in a 2019 UKRI-
commissioned report on EDI by Advance HE (1264), which found that the John Innes Centre’s 
Family/Dependant Support Fund has been used 15 times since 2013. In addition, the centre 
has four career break interventions, including the Parent Carer Fund (1265), supporting 
postdoctoral research parental leave, and the stop the clock initiative (1266), which allows for 
extensions of up to 1 year of the tenure track process for circumstances such as childbirth, 
adoptions and illness. The centre is committed to gender equality, as outlined in its GEP, 
which was published in June 2022 (1267), and has implemented new initiatives to improve 
the working culture for all staff, regardless of their gender. The centre has an Inclusiveness 
and Diversity Committee, whose members meet quarterly to drive forward equality measures, 
and a Self-assessment Team (established under the Athena SWAN requirement) that 
meets quarterly to review the progress of the gender equality action plan. 

The John Innes Centre publishes pay gap information annually, as per the national 
requirement. In the latest report (1268), disparities in pay – with men receiving on average 
20 % more pay than women – was seen to be a result of men holding more senior roles than 
women, which makes them eligible for bonus payment schemes that are restricted to senior 
positions. Comparing this with the findings in the first published gender pay and bonus report 
from 2017 (1269), the disparities in pay have increased over the years despite continuous 
efforts to improve gender equality: the average difference in pay was 16.21 % in 2017. As an 
explanation, the centre points to its relatively small number of employees, in which small 
differences in staffing (e.g. hiring staff at the senior level) result in big changes in the data. 
Nonetheless, the centre claims that women and men are paid equally for doing the same or 
similar work. To close the gender pay gap, the centre notes its commitment to its Athena 
SWAN award and action plan (1270) and outlines its support structure for women, which 
implements strategies related to increasing the number of women in senior positions (e.g. 
the abovementioned initiatives related to parental care and tenure). 

11.4.6. Overall assessment of the role of selected research-funding 
organisations in ensuring the impact of gender equality plans and 
gender-equality-plan-associated policies 

In the new ERA, there is a pronounced emphasis on surpassing prior paradigms through the 
development of comprehensive and intersectional GEPs. More specifically, the Commission 
proposes developing inclusive GEPs with Member States – GEPs that promote EU gender 
equality in R&I and address diversity and intersections with other social categories (e.g. 

 

(1263) John Innes Centre (2018), ‘Athena SWAN Gold – 1 year on’ (https://www.jic.ac.uk/blog/athena-swan-gold-1-
year-on/). 

(1264) Guyan, K. and Oloyede, F. D. (2019), Equality, Diversity and Inclusion in Research and Innovation: UK review, 
Advance HE and UKRI, Swindon (https://www.ukri.org/wp-content/uploads/2020/10/UKRI-020920-EDI-
EvidenceReviewUK.pdf). 

(1265) John Innes Centre (n.d.), ‘Parents and carers’ (https://www.jic.ac.uk/training-careers/equality-diversity-
inclusion/parents-and-carers/). 

(1266) John Innes Centre (2018), ‘Athena SWAN Gold – 1 year on: Stop the clock’ (https://www.jic.ac.uk/blog/athena-
swan-gold-1-year-on/). 

(1267) John Innes Centre (2022), Gender Equality Plan (GEP), Norwich 
(https://www.jic.ac.uk/app/uploads/2022/06/Gender-Equality-Plan-JIC-June-2022.pdf). 

(1268) John Innes Centre (2022), John Innes Centre – 2021 gender pay and bonus report, Norwich 
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ethnicity, disability and sexual orientation), gender-based discrimination and violence in 
R&I (1271). As illustrated in this case study, through the provision of mandatory requirements 
and/or voluntary standards, as well as extensive monitoring and evaluation frameworks, 
RFOs can encourage R&I institutions to commit to the promotion of gender equality. 
Additional support at the national and organisational levels (e.g. through policy, funding and 
cultural acceptance) can enhance RFOs’ capabilities to support the GEPs in their funded 
institutions. Where there are limited national requirements to implement GEPs and GEP-
associated policies, RFOs can lead by example through their treatment of gender equality 
values. There is limited systematic evidence on the impact that GEPs and similar measures 
introduced as a result of RFO requirements have had on gender equality indicators (e.g. 
gender pay gap, women in leadership positions). However, in many cases, these measures 
have introduced structural and cultural changes at the institutional level that are long-term 
processes whose transformative impact will take time to materialise. 
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goettingen.de/en/93206.html). 

University of Göttingen (n.d.), ‘German Research Foundation’s research-oriented standards 
on gender equality’ (https://www.uni-
goettingen.de/en/german+research+foundation%E2%80%99s+research-
oriented+standards+on+gender+equality/114758.html). 

University of Göttingen (n.d.), ‘Gleichstellungspläne an der Universität’ (https://www.uni-
goettingen.de/en/equality+plans+%28website+in+german%29/54923.html). 

University of Göttingen (n.d.), ‘Numbers, data, facts’ (https://www-uni--goettingen-
de.translate.goog/de/626482.html?_x_tr_sl=de&_x_tr_tl=en&_x_tr_hl=en&_x_tr_pto=sc). 

https://www.ukri.org/about-us/policies-standards-and-data/good-research-resource-hub/equality-diversity-and-inclusion/
https://www.ukri.org/about-us/policies-standards-and-data/good-research-resource-hub/equality-diversity-and-inclusion/
https://www.ukri.org/about-us/policies-standards-and-data/good-research-resource-hub/equality-diversity-and-inclusion/
https://www.ukri.org/what-we-offer/international-funding/working-on-eu-funded-projects/
https://www.ukri.org/what-we-offer/international-funding/working-on-eu-funded-projects/
https://www.ukri.org/wp-content/uploads/2021/07/BBSRC-120721-InstituteStrategy.pdf
https://www.ukri.org/wp-content/uploads/2021/07/BBSRC-120721-InstituteStrategy.pdf
https://www.ukri.org/wp-content/uploads/2022/05/EPSRC-110522-GenderDiversityInOurPortfolioSurveyFindingsAndInterventions.pdf
https://www.ukri.org/wp-content/uploads/2022/05/EPSRC-110522-GenderDiversityInOurPortfolioSurveyFindingsAndInterventions.pdf
https://www.ukri.org/wp-content/uploads/2022/05/EPSRC-110522-GenderDiversityInOurPortfolioSurveyFindingsAndInterventions.pdf
https://www.ukri.org/councils/mrc/guidance-for-applicants/policies-and-guidance-for-researchers/sex-in-experimental-design/#:~:text=Guidance%20on%20new%20requirements,justification%20for%20not%20doing%20so
https://www.ukri.org/councils/mrc/guidance-for-applicants/policies-and-guidance-for-researchers/sex-in-experimental-design/#:~:text=Guidance%20on%20new%20requirements,justification%20for%20not%20doing%20so
https://www.ukri.org/councils/mrc/guidance-for-applicants/policies-and-guidance-for-researchers/sex-in-experimental-design/#:~:text=Guidance%20on%20new%20requirements,justification%20for%20not%20doing%20so
https://www.ukri.org/councils/mrc/guidance-for-applicants/policies-and-guidance-for-researchers/sex-in-experimental-design/#:~:text=Guidance%20on%20new%20requirements,justification%20for%20not%20doing%20so
https://sdgs.un.org/goals#goals
https://www.irishstatutebook.ie/eli/1997/act/24/enacted/en/pdf
https://www.uni-goettingen.de/de/document/download/f40979ef5d88257f67c0056dee0ef15d.pdf/Rahmenplan%20Gleichstellung.pdf
https://www.uni-goettingen.de/de/document/download/f40979ef5d88257f67c0056dee0ef15d.pdf/Rahmenplan%20Gleichstellung.pdf
https://www.uni-goettingen.de/de/document/download/f40979ef5d88257f67c0056dee0ef15d.pdf/Rahmenplan%20Gleichstellung.pdf
https://www.uni-goettingen.de/en/113209.html
https://www.uni-goettingen.de/en/113209.html
https://www.uni-goettingen.de/en/476233.html
https://www.uni-goettingen.de/en/476233.html
https://www.uni-goettingen.de/en/542955.html
https://www.uni-goettingen.de/en/542955.html
https://www.uni-goettingen.de/en/93206.html
https://www.uni-goettingen.de/en/93206.html
https://www.uni-goettingen.de/en/german+research+foundation%E2%80%99s+research-oriented+standards+on+gender+equality/114758.html
https://www.uni-goettingen.de/en/german+research+foundation%E2%80%99s+research-oriented+standards+on+gender+equality/114758.html
https://www.uni-goettingen.de/en/german+research+foundation%E2%80%99s+research-oriented+standards+on+gender+equality/114758.html
https://www.uni-goettingen.de/en/equality+plans+%28website+in+german%29/54923.html
https://www.uni-goettingen.de/en/equality+plans+%28website+in+german%29/54923.html
https://www-uni--goettingen-de.translate.goog/de/626482.html?_x_tr_sl=de&_x_tr_tl=en&_x_tr_hl=en&_x_tr_pto=sc
https://www-uni--goettingen-de.translate.goog/de/626482.html?_x_tr_sl=de&_x_tr_tl=en&_x_tr_hl=en&_x_tr_pto=sc
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University of Göttingen, ‘GenderConsulting in Collaborative Research’ 
(http://web.archive.org/web/20221203021126/https://www.uni-
goettingen.de/en/263543.html). 

University of Göttingen, Faculty of Philosophy (2018), ‘Gleichstellungsplan und 
Gleichstellungsbericht’ (https://www.uni-
goettingen.de/de/document/download/0064c14d61ad6ed67613b96db68fa5fb.pdf/Gleichstel
lungsplan%202018.pdf). 

http://web.archive.org/web/20221203021126/https:/www.uni-goettingen.de/en/263543.html
http://web.archive.org/web/20221203021126/https:/www.uni-goettingen.de/en/263543.html
https://www.uni-goettingen.de/de/document/download/0064c14d61ad6ed67613b96db68fa5fb.pdf/Gleichstellungsplan%202018.pdf
https://www.uni-goettingen.de/de/document/download/0064c14d61ad6ed67613b96db68fa5fb.pdf/Gleichstellungsplan%202018.pdf
https://www.uni-goettingen.de/de/document/download/0064c14d61ad6ed67613b96db68fa5fb.pdf/Gleichstellungsplan%202018.pdf
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11.4.7.2. Annex 2: Formal gender equality plan documents and annual reports from 
institutions 

Table 29. Formal GEP publications by the institutions covered in this case study 

No Country Institution Document name Hyperlink to 
website 

Hyperlink to 
document 

1 Germany DFG DFG Research-
Oriented Equity 
and Diversity 
Standards 

https://www.dfg.
de/en/research_
funding/principle
s_dfg_funding/e
qual_opportuniti
es/general_infor
mation/research
_oriented/ 

https://www.dfg.de/re
source/blob/175866/
31c2a3aca49b1048a
4d80c77c232a251/fo
gd-2022-en-data.pdf 

2 Germany University of 
Göttingen 

Rahmenplan 
Gleichstellung der 
Georg-August-
Universität 
Göttingen 

https://www.uni-
goettingen.de/en/
54923.html 

https://www.uni-
goettingen.de/de/doc
ument/download/f409
79ef5d88257f67c005
6dee0ef15d.pdf/Rah
menplan%20Gleichst
ellung.pdf 

3 Ireland Irish Research 
Council 

Gender Strategy 
and Actions 

https://research.ie
/resources/publica
tions/ 

https://research.ie/as
sets/uploads/2018/08
/04108-IRC-Gender-
flyer-proof03-
single.pdf 

4 Ireland Maynooth 
University 

Maynooth 
University Gender 
Equality Action 
Plan 2018–2022 

https://www.ma
ynoothuniversity
.ie/athena-
SWAN/self-
assessment-
team/action-
plan 

https://www.mayno
othuniversity.ie/site
s/default/files/asset
s/document//MU%
20Gender%20Equ
ality%20Action%20
Plan%202018-
2022-WEB.pdf 

5 UK UKRI Gender Equality 
Plan 2022 to 2026 

https://www.ukri
.org/publications
/ukri-gender-
equality-plan/ 

https://www.ukri.or
g/publications/ukri-
gender-equality-
plan/gender-
equality-plan-2022-
to-2026/ 

6 UK John Innes 
Centre 

Gender Equality 
Plan (GEP) 

https://www.jic.a
c.uk/training-
careers/equality
-diversity-
inclusion/gender
-equality-plan/ 

https://www.jic.ac.u
k/app/uploads/202
2/06/Gender-
Equality-Plan-JIC-
June-2022.pdf 

  

https://www.dfg.de/en/research_funding/principles_dfg_funding/equal_opportunities/general_information/research_oriented/
https://www.dfg.de/en/research_funding/principles_dfg_funding/equal_opportunities/general_information/research_oriented/
https://www.dfg.de/en/research_funding/principles_dfg_funding/equal_opportunities/general_information/research_oriented/
https://www.dfg.de/en/research_funding/principles_dfg_funding/equal_opportunities/general_information/research_oriented/
https://www.dfg.de/en/research_funding/principles_dfg_funding/equal_opportunities/general_information/research_oriented/
https://www.dfg.de/en/research_funding/principles_dfg_funding/equal_opportunities/general_information/research_oriented/
https://www.dfg.de/en/research_funding/principles_dfg_funding/equal_opportunities/general_information/research_oriented/
https://www.dfg.de/en/research_funding/principles_dfg_funding/equal_opportunities/general_information/research_oriented/
https://www.dfg.de/resource/blob/175866/31c2a3aca49b1048a4d80c77c232a251/fogd-2022-en-data.pdf
https://www.dfg.de/resource/blob/175866/31c2a3aca49b1048a4d80c77c232a251/fogd-2022-en-data.pdf
https://www.dfg.de/resource/blob/175866/31c2a3aca49b1048a4d80c77c232a251/fogd-2022-en-data.pdf
https://www.dfg.de/resource/blob/175866/31c2a3aca49b1048a4d80c77c232a251/fogd-2022-en-data.pdf
https://www.dfg.de/resource/blob/175866/31c2a3aca49b1048a4d80c77c232a251/fogd-2022-en-data.pdf
https://www.uni-goettingen.de/en/54923.html
https://www.uni-goettingen.de/en/54923.html
https://www.uni-goettingen.de/en/54923.html
https://www.uni-goettingen.de/de/document/download/f40979ef5d88257f67c0056dee0ef15d.pdf/Rahmenplan%20Gleichstellung.pdf
https://www.uni-goettingen.de/de/document/download/f40979ef5d88257f67c0056dee0ef15d.pdf/Rahmenplan%20Gleichstellung.pdf
https://www.uni-goettingen.de/de/document/download/f40979ef5d88257f67c0056dee0ef15d.pdf/Rahmenplan%20Gleichstellung.pdf
https://www.uni-goettingen.de/de/document/download/f40979ef5d88257f67c0056dee0ef15d.pdf/Rahmenplan%20Gleichstellung.pdf
https://www.uni-goettingen.de/de/document/download/f40979ef5d88257f67c0056dee0ef15d.pdf/Rahmenplan%20Gleichstellung.pdf
https://www.uni-goettingen.de/de/document/download/f40979ef5d88257f67c0056dee0ef15d.pdf/Rahmenplan%20Gleichstellung.pdf
https://www.uni-goettingen.de/de/document/download/f40979ef5d88257f67c0056dee0ef15d.pdf/Rahmenplan%20Gleichstellung.pdf
https://research.ie/resources/publications/
https://research.ie/resources/publications/
https://research.ie/resources/publications/
https://research.ie/assets/uploads/2018/08/04108-IRC-Gender-flyer-proof03-single.pdf
https://research.ie/assets/uploads/2018/08/04108-IRC-Gender-flyer-proof03-single.pdf
https://research.ie/assets/uploads/2018/08/04108-IRC-Gender-flyer-proof03-single.pdf
https://research.ie/assets/uploads/2018/08/04108-IRC-Gender-flyer-proof03-single.pdf
https://research.ie/assets/uploads/2018/08/04108-IRC-Gender-flyer-proof03-single.pdf
https://www.maynoothuniversity.ie/athena-swan/self-assessment-team/action-plan
https://www.maynoothuniversity.ie/athena-swan/self-assessment-team/action-plan
https://www.maynoothuniversity.ie/athena-swan/self-assessment-team/action-plan
https://www.maynoothuniversity.ie/athena-swan/self-assessment-team/action-plan
https://www.maynoothuniversity.ie/athena-swan/self-assessment-team/action-plan
https://www.maynoothuniversity.ie/athena-swan/self-assessment-team/action-plan
https://www.maynoothuniversity.ie/athena-swan/self-assessment-team/action-plan
https://www.maynoothuniversity.ie/sites/default/files/assets/document/MU%20Gender%20Equality%20Action%20Plan%202018-2022-WEB.pdf
https://www.maynoothuniversity.ie/sites/default/files/assets/document/MU%20Gender%20Equality%20Action%20Plan%202018-2022-WEB.pdf
https://www.maynoothuniversity.ie/sites/default/files/assets/document/MU%20Gender%20Equality%20Action%20Plan%202018-2022-WEB.pdf
https://www.maynoothuniversity.ie/sites/default/files/assets/document/MU%20Gender%20Equality%20Action%20Plan%202018-2022-WEB.pdf
https://www.maynoothuniversity.ie/sites/default/files/assets/document/MU%20Gender%20Equality%20Action%20Plan%202018-2022-WEB.pdf
https://www.maynoothuniversity.ie/sites/default/files/assets/document/MU%20Gender%20Equality%20Action%20Plan%202018-2022-WEB.pdf
https://www.maynoothuniversity.ie/sites/default/files/assets/document/MU%20Gender%20Equality%20Action%20Plan%202018-2022-WEB.pdf
https://www.maynoothuniversity.ie/sites/default/files/assets/document/MU%20Gender%20Equality%20Action%20Plan%202018-2022-WEB.pdf
https://www.ukri.org/publications/ukri-gender-equality-plan/
https://www.ukri.org/publications/ukri-gender-equality-plan/
https://www.ukri.org/publications/ukri-gender-equality-plan/
https://www.ukri.org/publications/ukri-gender-equality-plan/
https://www.ukri.org/publications/ukri-gender-equality-plan/gender-equality-plan-2022-to-2026/
https://www.ukri.org/publications/ukri-gender-equality-plan/gender-equality-plan-2022-to-2026/
https://www.ukri.org/publications/ukri-gender-equality-plan/gender-equality-plan-2022-to-2026/
https://www.ukri.org/publications/ukri-gender-equality-plan/gender-equality-plan-2022-to-2026/
https://www.ukri.org/publications/ukri-gender-equality-plan/gender-equality-plan-2022-to-2026/
https://www.ukri.org/publications/ukri-gender-equality-plan/gender-equality-plan-2022-to-2026/
https://www.jic.ac.uk/training-careers/equality-diversity-inclusion/gender-equality-plan/
https://www.jic.ac.uk/training-careers/equality-diversity-inclusion/gender-equality-plan/
https://www.jic.ac.uk/training-careers/equality-diversity-inclusion/gender-equality-plan/
https://www.jic.ac.uk/training-careers/equality-diversity-inclusion/gender-equality-plan/
https://www.jic.ac.uk/training-careers/equality-diversity-inclusion/gender-equality-plan/
https://www.jic.ac.uk/training-careers/equality-diversity-inclusion/gender-equality-plan/
https://www.jic.ac.uk/app/uploads/2022/06/Gender-Equality-Plan-JIC-June-2022.pdf
https://www.jic.ac.uk/app/uploads/2022/06/Gender-Equality-Plan-JIC-June-2022.pdf
https://www.jic.ac.uk/app/uploads/2022/06/Gender-Equality-Plan-JIC-June-2022.pdf
https://www.jic.ac.uk/app/uploads/2022/06/Gender-Equality-Plan-JIC-June-2022.pdf
https://www.jic.ac.uk/app/uploads/2022/06/Gender-Equality-Plan-JIC-June-2022.pdf
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Table 30. Annual reports on indicators 

No Country Institution Document 
name 

Hyperlink to 
website 

Hyperlink to 
document 

1 Germany DFG Chancengleich
heits-
Monitoring 
2021 

https://www.df
g.de/en/dfg_p
rofile/facts_fig
ures/evaluatio
n_studies_mo
nitoring/equal
_opportunities
/index.html 

https://zenodo.org/r
ecord/5795513#.Yc
Q_05eg82w%23.Yc
Q_05eg82w 

2 Germany University of 
Göttingen 

‘Numbers, data, 
facts’ 

https://www-
uni--
goettingen-
de.translate.g
oog/de/62648
2.html?_x_tr_
sl=de&_x_tr_t
l=en&_x_tr_hl
=en&_x_tr_pt
o=sc 

https://www-uni--
goettingen-
de.translate.goog/de/
document/download/c
1e05af00054515b312
7dda6bd57fa49.pdf/G
runddaten_2023.pdf?
_x_tr_sl=de&_x_tr_tl=
en&_x_tr_hl=en&_x_t
r_pto=sc  

3 Ireland Irish 
Research 
Council 

Review of Irish 
Research 
Council gender 
strategy and 
action plan 

https://research
.ie/2022/02/17/i
rish-research-
council-
achieving-
strong-gender-
equality-in-
research-
funding/ 

https://research.ie/ass
ets/uploads/2022/02/
Review-of-IRC-
Gender-Strategy-and-
Action-Plan_comp.pdf 

4 Ireland Maynooth 
University 

‘National 
Gender 
Equality 
Dashboard for 
Higher 
Education 
Institutions 
(HEIs)’ 

https://www.m
aynoothuniver
sity.ie/gender-
equality-
dashboard 

 

5 United 
Kingdom 

UKRI Gender Pay 
Gap Report 
2021 

https://www.u
kri.org/what-
we-
offer/supporti
ng-healthy-
research-and-
innovation-
culture/equalit
y-diversity-
and-
inclusion/gen

https://www.ukri.org
/wp-
content/uploads/20
22/04/UKRI-
25042022-
6141_JS_UKRI_Ge
nderPayGap2021_
CA_DS-V13.pdf 

https://www.dfg.de/en/dfg_profile/facts_figures/evaluation_studies_monitoring/equal_opportunities/index.html
https://www.dfg.de/en/dfg_profile/facts_figures/evaluation_studies_monitoring/equal_opportunities/index.html
https://www.dfg.de/en/dfg_profile/facts_figures/evaluation_studies_monitoring/equal_opportunities/index.html
https://www.dfg.de/en/dfg_profile/facts_figures/evaluation_studies_monitoring/equal_opportunities/index.html
https://www.dfg.de/en/dfg_profile/facts_figures/evaluation_studies_monitoring/equal_opportunities/index.html
https://www.dfg.de/en/dfg_profile/facts_figures/evaluation_studies_monitoring/equal_opportunities/index.html
https://www.dfg.de/en/dfg_profile/facts_figures/evaluation_studies_monitoring/equal_opportunities/index.html
https://www.dfg.de/en/dfg_profile/facts_figures/evaluation_studies_monitoring/equal_opportunities/index.html
https://zenodo.org/record/5795513#.YcQ_05eg82w%23.YcQ_05eg82w
https://zenodo.org/record/5795513#.YcQ_05eg82w%23.YcQ_05eg82w
https://zenodo.org/record/5795513#.YcQ_05eg82w%23.YcQ_05eg82w
https://zenodo.org/record/5795513#.YcQ_05eg82w%23.YcQ_05eg82w
https://www-uni--goettingen-de.translate.goog/de/626482.html?_x_tr_sl=de&_x_tr_tl=en&_x_tr_hl=en&_x_tr_pto=sc
https://www-uni--goettingen-de.translate.goog/de/626482.html?_x_tr_sl=de&_x_tr_tl=en&_x_tr_hl=en&_x_tr_pto=sc
https://www-uni--goettingen-de.translate.goog/de/626482.html?_x_tr_sl=de&_x_tr_tl=en&_x_tr_hl=en&_x_tr_pto=sc
https://www-uni--goettingen-de.translate.goog/de/626482.html?_x_tr_sl=de&_x_tr_tl=en&_x_tr_hl=en&_x_tr_pto=sc
https://www-uni--goettingen-de.translate.goog/de/626482.html?_x_tr_sl=de&_x_tr_tl=en&_x_tr_hl=en&_x_tr_pto=sc
https://www-uni--goettingen-de.translate.goog/de/626482.html?_x_tr_sl=de&_x_tr_tl=en&_x_tr_hl=en&_x_tr_pto=sc
https://www-uni--goettingen-de.translate.goog/de/626482.html?_x_tr_sl=de&_x_tr_tl=en&_x_tr_hl=en&_x_tr_pto=sc
https://www-uni--goettingen-de.translate.goog/de/626482.html?_x_tr_sl=de&_x_tr_tl=en&_x_tr_hl=en&_x_tr_pto=sc
https://www-uni--goettingen-de.translate.goog/de/626482.html?_x_tr_sl=de&_x_tr_tl=en&_x_tr_hl=en&_x_tr_pto=sc
https://www-uni--goettingen-de.translate.goog/de/626482.html?_x_tr_sl=de&_x_tr_tl=en&_x_tr_hl=en&_x_tr_pto=sc
https://www-uni--goettingen-de.translate.goog/de/document/download/c1e05af00054515b3127dda6bd57fa49.pdf/Grunddaten_2023.pdf?_x_tr_sl=de&_x_tr_tl=en&_x_tr_hl=en&_x_tr_pto=sc
https://www-uni--goettingen-de.translate.goog/de/document/download/c1e05af00054515b3127dda6bd57fa49.pdf/Grunddaten_2023.pdf?_x_tr_sl=de&_x_tr_tl=en&_x_tr_hl=en&_x_tr_pto=sc
https://www-uni--goettingen-de.translate.goog/de/document/download/c1e05af00054515b3127dda6bd57fa49.pdf/Grunddaten_2023.pdf?_x_tr_sl=de&_x_tr_tl=en&_x_tr_hl=en&_x_tr_pto=sc
https://www-uni--goettingen-de.translate.goog/de/document/download/c1e05af00054515b3127dda6bd57fa49.pdf/Grunddaten_2023.pdf?_x_tr_sl=de&_x_tr_tl=en&_x_tr_hl=en&_x_tr_pto=sc
https://www-uni--goettingen-de.translate.goog/de/document/download/c1e05af00054515b3127dda6bd57fa49.pdf/Grunddaten_2023.pdf?_x_tr_sl=de&_x_tr_tl=en&_x_tr_hl=en&_x_tr_pto=sc
https://www-uni--goettingen-de.translate.goog/de/document/download/c1e05af00054515b3127dda6bd57fa49.pdf/Grunddaten_2023.pdf?_x_tr_sl=de&_x_tr_tl=en&_x_tr_hl=en&_x_tr_pto=sc
https://www-uni--goettingen-de.translate.goog/de/document/download/c1e05af00054515b3127dda6bd57fa49.pdf/Grunddaten_2023.pdf?_x_tr_sl=de&_x_tr_tl=en&_x_tr_hl=en&_x_tr_pto=sc
https://www-uni--goettingen-de.translate.goog/de/document/download/c1e05af00054515b3127dda6bd57fa49.pdf/Grunddaten_2023.pdf?_x_tr_sl=de&_x_tr_tl=en&_x_tr_hl=en&_x_tr_pto=sc
https://www-uni--goettingen-de.translate.goog/de/document/download/c1e05af00054515b3127dda6bd57fa49.pdf/Grunddaten_2023.pdf?_x_tr_sl=de&_x_tr_tl=en&_x_tr_hl=en&_x_tr_pto=sc
https://www-uni--goettingen-de.translate.goog/de/document/download/c1e05af00054515b3127dda6bd57fa49.pdf/Grunddaten_2023.pdf?_x_tr_sl=de&_x_tr_tl=en&_x_tr_hl=en&_x_tr_pto=sc
https://research.ie/2022/02/17/irish-research-council-achieving-strong-gender-equality-in-research-funding/
https://research.ie/2022/02/17/irish-research-council-achieving-strong-gender-equality-in-research-funding/
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https://research.ie/2022/02/17/irish-research-council-achieving-strong-gender-equality-in-research-funding/
https://research.ie/2022/02/17/irish-research-council-achieving-strong-gender-equality-in-research-funding/
https://research.ie/2022/02/17/irish-research-council-achieving-strong-gender-equality-in-research-funding/
https://research.ie/2022/02/17/irish-research-council-achieving-strong-gender-equality-in-research-funding/
https://research.ie/2022/02/17/irish-research-council-achieving-strong-gender-equality-in-research-funding/
https://research.ie/2022/02/17/irish-research-council-achieving-strong-gender-equality-in-research-funding/
https://research.ie/assets/uploads/2022/02/Review-of-IRC-Gender-Strategy-and-Action-Plan_comp.pdf
https://research.ie/assets/uploads/2022/02/Review-of-IRC-Gender-Strategy-and-Action-Plan_comp.pdf
https://research.ie/assets/uploads/2022/02/Review-of-IRC-Gender-Strategy-and-Action-Plan_comp.pdf
https://research.ie/assets/uploads/2022/02/Review-of-IRC-Gender-Strategy-and-Action-Plan_comp.pdf
https://research.ie/assets/uploads/2022/02/Review-of-IRC-Gender-Strategy-and-Action-Plan_comp.pdf
https://www.maynoothuniversity.ie/gender-equality-dashboard
https://www.maynoothuniversity.ie/gender-equality-dashboard
https://www.maynoothuniversity.ie/gender-equality-dashboard
https://www.maynoothuniversity.ie/gender-equality-dashboard
https://www.maynoothuniversity.ie/gender-equality-dashboard
https://www.ukri.org/what-we-offer/supporting-healthy-research-and-innovation-culture/equality-diversity-and-inclusion/gender-pay-gap-report/
https://www.ukri.org/what-we-offer/supporting-healthy-research-and-innovation-culture/equality-diversity-and-inclusion/gender-pay-gap-report/
https://www.ukri.org/what-we-offer/supporting-healthy-research-and-innovation-culture/equality-diversity-and-inclusion/gender-pay-gap-report/
https://www.ukri.org/what-we-offer/supporting-healthy-research-and-innovation-culture/equality-diversity-and-inclusion/gender-pay-gap-report/
https://www.ukri.org/what-we-offer/supporting-healthy-research-and-innovation-culture/equality-diversity-and-inclusion/gender-pay-gap-report/
https://www.ukri.org/what-we-offer/supporting-healthy-research-and-innovation-culture/equality-diversity-and-inclusion/gender-pay-gap-report/
https://www.ukri.org/what-we-offer/supporting-healthy-research-and-innovation-culture/equality-diversity-and-inclusion/gender-pay-gap-report/
https://www.ukri.org/what-we-offer/supporting-healthy-research-and-innovation-culture/equality-diversity-and-inclusion/gender-pay-gap-report/
https://www.ukri.org/what-we-offer/supporting-healthy-research-and-innovation-culture/equality-diversity-and-inclusion/gender-pay-gap-report/
https://www.ukri.org/what-we-offer/supporting-healthy-research-and-innovation-culture/equality-diversity-and-inclusion/gender-pay-gap-report/
https://www.ukri.org/what-we-offer/supporting-healthy-research-and-innovation-culture/equality-diversity-and-inclusion/gender-pay-gap-report/
https://www.ukri.org/wp-content/uploads/2022/04/UKRI-25042022-6141_JS_UKRI_GenderPayGap2021_CA_DS-V13.pdf
https://www.ukri.org/wp-content/uploads/2022/04/UKRI-25042022-6141_JS_UKRI_GenderPayGap2021_CA_DS-V13.pdf
https://www.ukri.org/wp-content/uploads/2022/04/UKRI-25042022-6141_JS_UKRI_GenderPayGap2021_CA_DS-V13.pdf
https://www.ukri.org/wp-content/uploads/2022/04/UKRI-25042022-6141_JS_UKRI_GenderPayGap2021_CA_DS-V13.pdf
https://www.ukri.org/wp-content/uploads/2022/04/UKRI-25042022-6141_JS_UKRI_GenderPayGap2021_CA_DS-V13.pdf
https://www.ukri.org/wp-content/uploads/2022/04/UKRI-25042022-6141_JS_UKRI_GenderPayGap2021_CA_DS-V13.pdf
https://www.ukri.org/wp-content/uploads/2022/04/UKRI-25042022-6141_JS_UKRI_GenderPayGap2021_CA_DS-V13.pdf
https://www.ukri.org/wp-content/uploads/2022/04/UKRI-25042022-6141_JS_UKRI_GenderPayGap2021_CA_DS-V13.pdf
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11.4.7.3. Annex 3: Institutions of the main stakeholders consulted as part of this 
case study 

Table 31. Institutions of the stakeholders interviewed 

No Country Institution 

1 Germany DFG 

2 Ireland Maynooth University 

3 Ireland Irish Research Council 

4 United Kingdom UKRI 

5 United Kingdom John Innes Institute 
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11.5. Case study 5: The impact of gender equality plans in STEM-focused 
higher education institutions and research organisations 

11.5.1. Introduction 

STEM encompasses educational and professional fields that focus on the application of 
scientific principles and technological advancements for problem-solving and innovation. 

According to Eurostat’s 2021 data, 73.1 % of students in the engineering, manufacturing and 
construction sector, which represented 15.5 % of all tertiary education attendees, were 
men (1272). The She Figures 2021 report shows (1273) that, in the EU, less than one third of 
science and engineering undergraduate students and 38 % of PhD graduates in the same 
field are women. Moreover, the gender gap widens as seniority levels increase, with women 
holding only 17.9 % of full professorship positions (grade A) in engineering and 
technology (1274). According to EIGE, only 17 % of information and communications 
technology specialists are women (1275). Women and girls, therefore, have limited 
opportunities in and limited access to preparation and education to enable them to enter the 
STEM field (1276). 

The European Commission has made gender equality in R&I a high priority, recognising the 

vital importance of diverse perspectives in STEM fields. To catalyse institutional change and 

promote inclusiveness, the European Commission mandates the implementation of GEPs for 

all public bodies, HEIs and research organisations applying for Horizon Europe funding. 

Furthermore, the European Commission collaborates with Member States and stakeholders 

under the 2022–2024 ERA policy agenda’s action 5 to advance gender equality and 

inclusiveness in R&I. Several projects funded by Horizon 2020 and Horizon Europe have 

been mobilised to induce structural changes in R&I organisations and bridge the gender gap 

in STEM, where women are particularly under-represented. The European Commission also 

sponsors the EU Prize for Women Innovators, recognising and supporting promising women 

innovators. In addition, a CSA under the 2023 Horizon Europe WIDERA work programme 

will support the development and implementation of an EU manifesto for gender-inclusive 

STE(A)M (STEM disciplines plus the arts (A)) education and careers and a CSA under the 

2023 cluster 2 work programme will focus on ‘cultural and creative approaches for gender-

responsive STE(A)M education’, further demonstrating the EU’s dedication to this 

cause (1277). 

 

(1272) Eurostat (2023), ‘Tertiary education statistics’ (https://ec.europa.eu/eurostat/statistics-
explained/index.php?title=Tertiary_education_statistics#Participation_in_tertiary_education_by_sex). 

(1273) European Commission, DG Research and Innovation (2021), She Figures 2021 – Gender in research and 
innovation: Statistics and indicators, Publications Office of the European Union, Luxembourg 
(https://op.europa.eu/en/publication-detail/-/publication/67d5a207-4da1-11ec-91ac-01aa75ed71a1). 

(1274) See also European Commission, DG Research and Innovation (2023), EU Support to Strengthen Gender 
Equality in STEM, Publications Office of the European Union, Luxembourg 
(https://op.europa.eu/en/publication-detail/-/publication/d5caa77b-a833-11ed-b508-01aa75ed71a1/language-
en/format-PDF/source-280296996). 

(1275) https://eige.europa.eu/publications-resources/toolkits-guides/work-life-balance/women-in-
ict?language_content_entity=en. 

(1276) American Association of University Women (n.d.), ‘The STEM gap: Data on girls and women in science, 
technology, engineering and mathematics’ (https://www.aauw.org/resources/research/the-stem-gap/). 

(1277) European Commission, DG Research and Innovation (2023), EU Support to Strengthen Gender Equality in 
STEM, Publications Office of the European Union, Luxembourg (https://op.europa.eu/en/publication-detail/-
/publication/d5caa77b-a833-11ed-b508-01aa75ed71a1/language-en/format-PDF/source-280296996). 

https://ec.europa.eu/eurostat/statistics-explained/index.php?title=Tertiary_education_statistics#Participation_in_tertiary_education_by_sex
https://ec.europa.eu/eurostat/statistics-explained/index.php?title=Tertiary_education_statistics#Participation_in_tertiary_education_by_sex
https://op.europa.eu/en/publication-detail/-/publication/67d5a207-4da1-11ec-91ac-01aa75ed71a1
https://op.europa.eu/en/publication-detail/-/publication/d5caa77b-a833-11ed-b508-01aa75ed71a1/language-en/format-PDF/source-280296996
https://op.europa.eu/en/publication-detail/-/publication/d5caa77b-a833-11ed-b508-01aa75ed71a1/language-en/format-PDF/source-280296996
https://eige.europa.eu/publications-resources/toolkits-guides/work-life-balance/women-in-ict?language_content_entity=en
https://eige.europa.eu/publications-resources/toolkits-guides/work-life-balance/women-in-ict?language_content_entity=en
https://www.aauw.org/resources/research/the-stem-gap/
https://op.europa.eu/en/publication-detail/-/publication/d5caa77b-a833-11ed-b508-01aa75ed71a1/language-en/format-PDF/source-280296996
https://op.europa.eu/en/publication-detail/-/publication/d5caa77b-a833-11ed-b508-01aa75ed71a1/language-en/format-PDF/source-280296996
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This case study, therefore, aims to examine the impact of GEPs and GEP-associated policies 
in five STEM-focused HEIs and research organisations across Europe: the Institute of 
Science and Technology Austria (ISTA); the Federal Institute of Technology Zurich 
(Eidgenössische Technische Hochschule Zürich) (ETH Zürich); Eindhoven University of 
Technology (TU/e); Istanbul Technical University (ITU); and the University of Birmingham – 
specifically its HE STEM programme. The case study investigates GEPs and GEP-
associated policies within each institution, discussing (1) recent policy developments 
regarding GEPs; (2) key factors that allow for the effective implementation of GEPs; (3) 
existing monitoring and evaluation frameworks; (4) evidence on impacts on gender equality 
and on R&I quality, efficiency and productivity within the institutions; (5) useful indicators that 
can measure the state of play; and (6) barriers to and challenges for advancing GEPs in 
these countries and institutions. 

11.5.2. Recent legal and policy developments regarding gender equality plans 
in research and innovation organisations in selected Member States and 
associated countries and at the institutional level 

This case study has identified a number of recent national- and institutional-level policy and 
legal developments regarding the advancement of gender equality, and particularly GEPs, in 
R&I organisations in the Member States and associated countries in which the organisations 
for this case study are situated. They are listed in the subsequent sections. 

11.5.2.1. Austria 

Austria has been making good progress on promoting gender balance in education and 
science since its higher education reform in 2000. The 2002 Austrian Universities Act (1278) is 
the legal foundation for gender equality. The act requires universities to set up equal 
opportunities working groups with the goal of achieving gender balance. This act also sets 
out a requirement for all universities to draft and implement a female advancement plan and 
a GEP. From 2009, through amendments to the Universities Act, all Austrian university 
bodies and boards need to have at least 50 % women members. To fund gender equality 
measures, gender budgeting was added to the Austrian constitution in 2009 (1279). In 2020, 
the Austrian government adopted its strategy for research, technology and innovation for 
2021–2023 (1280) and the related action plan. Objective 3 of the strategy refers to knowledge, 
talents and skills, and sets ‘improve gender equality in RTI [research, technology and 
innovation]’ as a key goal. Since 2009, through amendments to the 2002 Universities Act, all 
Austrian universities have had to show that their bodies and boards are composed of at least 
50 % women. Progress is monitored and reported to the Federal Ministry of Education, 
Science and Research. 

At the institutional level, ISTA is a public research institution focused on physical, 
mathematical, computer and life sciences. The institute was established in 2006 by the 
federal government of Austria and the regional government of Lower Austria. ISTA approved 
its first GEP in 2022 (1281) for 2022–2026. The GEP’s goal is to obtain a gender-balanced 

 

(1278) University Organisation and Studies Act (Universities Act 2002), University Organisation Amendment Act and 
Universities of the Arts Organisation Amendment Act, No 120/2002, 9 August 2002 
(https://www.uibk.ac.at/index/finanzabteilung/ug2002_englisch.pdf). 

(1279) Klatzer, E., Schratzenstaller, M., Buchinger, B. and Schaffer, N. (2010), ‘Gender budgeting in the constitution – 
A look at formal and real conditions in Austria’, International Politics and Society, No 2, pp. 48–64. 

(1280) Federal Government of the Republic of Austria (2020), RTI Pact 2021–2023, Vienna 
(https://era.gv.at/public/documents/4490/RTI_Pact_2021_2023-1-1.pdf). 

(1281) ISTA (2022), Gender Equality Plan v1.0 2022–2026, Klosterneuburg (https://ist.ac.at/wp-
content/uploads/2022/06/20220531_GEP-V1.0-2022-2026.pdf). 

https://www.uibk.ac.at/index/finanzabteilung/ug2002_englisch.pdf
https://era.gv.at/public/documents/4490/RTI_Pact_2021_2023-1-1.pdf
https://ist.ac.at/wp-content/uploads/2022/06/20220531_GEP-V1.0-2022-2026.pdf
https://ist.ac.at/wp-content/uploads/2022/06/20220531_GEP-V1.0-2022-2026.pdf
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environment and it reflects institutional and overall national commitments to gender balance 
and the enhancement of the potential of each person. The ISTA GEP was drafted by a 
scientific working group and volunteers, and the drafting process used a bottom-up approach 
as well as a top-down approach (1282). The GEP sets seven key aims: (1) improve 
organisational culture, (2) increase women’s representation, (3) ensure gender balance in 
decision-making, (4) provide career support to young women researchers, (5) improve work–
life balance, (6) establish gender-inclusive organisational procedures and (7) provide support 
in situations of conflict. Concrete measures have been formulated for the attainment of each 
key aim (1283). Funding for the development of the GEP was allocated from the budget of the 
institution, and GEP implementation resources will also be allocated from the institutional 
budget (1284). 

11.5.2.2. Switzerland 

Swiss legislation is well advanced in gender equality in research and education (featuring in 
the Federal Act of Higher Education, the Gender Equality Act and the responsibilities of the 
Equal Opportunities Office) (1285). In 2021, the Federal Council adopted the Gender Equality 
Strategy 2030, the first gender strategy in the country (1286). The strategy focuses on gender 
equality in the workplace and concentrates on four central themes: promoting equality in the 
workplace, improving work–life balance, preventing violence and fighting discrimination. The 
Federal Act on Funding and Coordination of the Higher Education Sector (1287) sets gender 
equality as one of the criteria for the accreditation of HEIs. Swiss universities drafted equality 
action plans to implement the provisions of the federal acts on gender and of the equal 
opportunities and university development for the 2017–2020 programme (total budget 
12 million CHF) (1288). The follow-up diversity, inclusion and equal opportunity programme 
runs from 2021 to 2024 (1289). According to the programme, all HEIs have to commit 0.5 % of 
their budgets to the implementation of their gender-equality-related and diversity-related 
measures. The universities also put in place equal opportunities delegates – units that are in 
charge of promoting institutional gender balance. The drafting, implementation and work of 
these delegates are fully funded by the university budget. Ensuring an equal opportunities 
environment is a criterion for institutional accreditation in Switzerland. The Swiss National 
Science Foundation has also developed federal programmes to support women researchers, 
such as the Gender Equality Grant and the Partnership for Research and Innovation in the 

 

(1282) The GEP at IST Austria was developed through a collaborative process led by the Human Resources 
Department, utilising data from annual diversity monitoring since 2017. Following GEP information sessions for 
all employees, both administrative and scientific volunteer working groups were established to provide input 
and ideas. These were subsequently discussed and refined by the Equity, Diversity, and Inclusion Working 
Group, composed of the ISTA President, three (assistant) professors, the Head of Human Resources and the 
good-practice officer. Additional administrative management members refined the plan’s aims and actions, also 
introducing supplementary measures involving both administrative and scientific supervisors (ISTA (2022), 
Gender Equality Plan v1.0 2022–2026, Klosterneuburg (https://ist.ac.at/wp-
content/uploads/2022/06/20220531_GEP-V1.0-2022-2026.pdf)). 

(1283) ISTA (2022), Gender Equality Plan v1.0 2022–2026, Klosterneuburg (https://ist.ac.at/wp-
content/uploads/2022/06/20220531_GEP-V1.0-2022-2026.pdf). 

(1284) Ibid. 
(1285) Federal Act on Gender Equality (Gender Equality Act, GEA), 24 March 1995 

(https://www.fedlex.admin.ch/eli/cc/1996/1498_1498_1498/en). 
(1286) Federal Office for Gender Equality (2021), Gender Equality Strategy 2030, Bern 

(https://www.ebg.admin.ch/ebg/en/home/documentation/publications-in-general.html) (available in French, 
German and Italian). 

(1287) Federal Act on Funding and Coordination of the Swiss Higher Education Sector (Higher Education Act, HEDA), 
30 September 2011 (https://www.fedlex.admin.ch/eli/cc/2014/691/en). 

(1288) Federal Assembly of the Swiss Confederation (2022), Equal opportunities and university development for 
2017–2020 programme document(https://www.sbfi.admin.ch/sbfi/en/home/services/publications/data-base-
publications/s-n-2022-2/s-n-2022-2d.html). 

(1289) Ibid. 

https://ist.ac.at/wp-content/uploads/2022/06/20220531_GEP-V1.0-2022-2026.pdf
https://ist.ac.at/wp-content/uploads/2022/06/20220531_GEP-V1.0-2022-2026.pdf
https://ist.ac.at/wp-content/uploads/2022/06/20220531_GEP-V1.0-2022-2026.pdf
https://ist.ac.at/wp-content/uploads/2022/06/20220531_GEP-V1.0-2022-2026.pdf
https://www.fedlex.admin.ch/eli/cc/1996/1498_1498_1498/en
https://www.ebg.admin.ch/ebg/en/home/documentation/publications-in-general.html
https://www.fedlex.admin.ch/eli/cc/2014/691/en
https://www.sbfi.admin.ch/sbfi/en/home/services/publications/data-base-publications/s-n-2022-2/s-n-2022-2d.html
https://www.sbfi.admin.ch/sbfi/en/home/services/publications/data-base-publications/s-n-2022-2/s-n-2022-2d.html
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Mediterranean Area (1290). Other programmes are being designed and will include a women-
only funding instrument at the PhD level in mathematics, IT, natural sciences and technology 
disciplines, and a quota for women in the national research councils (1291). 

The federal technology institute ETH Zürich is a public university operating under the 
General Institute of Technology Act (1292). ETH Zürich was founded in 1855 and is known as 
the second university in Europe to admit women. The institute continues its efforts to establish 
gender balance and enhance opportunities for women at all academic career levels and in 
all fields. The first GAP at ETH Zürich (1293) was developed and approved in 2014. This was 
carried out in accordance with the requirements of the Federal Act of Higher Education, 
Gender Equality Act, Equal Opportunities Act and the Swiss Federal Act on Funding and 
Coordination of the Higher Education Sector. The GAP and several updates of it were funded 
from the ETH Zürich budget in accordance with the provisions of the abovementioned acts, 
which stipulate that 0.5 % of the budget of education institutions should be spent on gender 
equality. The overall goals of the 2014 GAP were to achieve stronger involvement of women 
at all academic levels, to support the work–life balance of students and employees and to 
establish an environment that is free of sexual harassment and discrimination on the grounds 
of gender. Three rounds of updates and follow-ups were conducted, one each in 2016, 2018 
and 2020. Each new version had a different focus, depending on what was achieved and 
what was needed at the level of the individual department. The plan for the future is to draft 
a new document that would go beyond gender equality, including more diversity measures 
and also tackling multifaceted exclusion. 

11.5.2.3. Netherlands 

In the Netherlands, the Equal Treatment Act (1294) is the basic law regarding gender equality 
and equal treatment (1295). In higher education, legislation first referenced gender-based 
discrimination through the 1992 Higher Education and Scientific Research Act (1296). It 
obliged HEIs to refrain from discrimination and to promote the equal treatment of men and 
women. In 2020, the Dutch government drafted and adopted a comprehensive National 
action plan for greater diversity and inclusion in higher education and research (1297). The 
overarching aim of the action plan is to introduce institutional change in order to make 
universities more inclusive, diverse and safe environments in which everyone can 

 

(1290) https://www.snf.ch/en/soMWfibVDpNMVR36/funding/careers/prima. 
(1291) Genderaction (2020), Disruptive measures for gender equality in research and innovation, policy brief No 14 

(https://genderaction.eu/wp-content/uploads/2021/07/GENDERACTION_Policy-Brief_14.pdf). 
(1292) https://ethrat.ch/en/eth-board/eth-

act/#:~:text=The%20Federal%20Act%20of%204,the%20legal%20framework%20for%20the. 
(1293) ETH Zürich (2014), Gender Action Plan, Zurich (https://ethz.ch/staffnet/en/employment-and-work/working-

environment/diversity/strategy-and-numbers/gender-action-plan.html). 
(1294) Ministry of the Interior and Kingdom Relations (1994), ‘Besluit Gelijke Behandeling’ 

(https://wetten.overheid.nl/BWBR0007270/2012-12-21/0). 
(1295) European Parliament, DG Internal Policies, Plantenga, J. and Remery, C. (2015), The Policy on Gender 

Equality in the Netherlands, Publications Office of the European Union, Luxembourg 
(https://www.europarl.europa.eu/RegData/etudes/IDAN/2015/519227/IPOL_IDA(2015)519227_EN.pdf); 
Ministry of the Interior and Kingdom Relations (1992), ‘Wet op het Hoger Onderwijs en Wetenschappelijk 
Onderzoek’ (https://wetten.overheid.nl/BWBR0005682/2021-09-01). 

(1296) Ministry of the Interior and Kingdom Relations (1992), ‘Wet op het Hoger Onderwijs en Wetenschappelijk 
Onderzoek’ (https://wetten.overheid.nl/BWBR0005682/2021-09-01). 

(1297) Ministry of Education, Culture and Science (2020), National action plan for greater diversity and inclusion in 
higher education and research, The Hague 
(https://www.government.nl/documents/reports/2020/09/01/national-action-plan-for-greater-diversity-and-
inclusion-in-higher-education-and-research#:~:text=Start%20search-
,National%20action%20plan%20for%20greater%20diversity%20and%20inclusion%20in%20higher,quality%20
of%20education%20and%20research). 

https://www.snf.ch/en/soMWfibVDpNMVR36/funding/careers/prima
https://genderaction.eu/wp-content/uploads/2021/07/GENDERACTION_Policy-Brief_14.pdf
https://ethrat.ch/en/eth-board/eth-act/#:~:text=The%20Federal%20Act%20of%204,the%20legal%20framework%20for%20the
https://ethrat.ch/en/eth-board/eth-act/#:~:text=The%20Federal%20Act%20of%204,the%20legal%20framework%20for%20the
https://ethz.ch/staffnet/en/employment-and-work/working-environment/diversity/strategy-and-numbers/gender-action-plan.html
https://ethz.ch/staffnet/en/employment-and-work/working-environment/diversity/strategy-and-numbers/gender-action-plan.html
https://wetten.overheid.nl/BWBR0007270/2012-12-21/0
https://www.europarl.europa.eu/RegData/etudes/IDAN/2015/519227/IPOL_IDA(2015)519227_EN.pdf
https://wetten.overheid.nl/BWBR0005682/2021-09-01
https://wetten.overheid.nl/BWBR0005682/2021-09-01
https://www.government.nl/documents/reports/2020/09/01/national-action-plan-for-greater-diversity-and-inclusion-in-higher-education-and-research#:~:text=Start%20search-,National%20action%20plan%20for%20greater%20diversity%20and%20inclusion%20in%20higher,quality%20of%20education%20and%20research
https://www.government.nl/documents/reports/2020/09/01/national-action-plan-for-greater-diversity-and-inclusion-in-higher-education-and-research#:~:text=Start%20search-,National%20action%20plan%20for%20greater%20diversity%20and%20inclusion%20in%20higher,quality%20of%20education%20and%20research
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thrive (1298). The action plan also founded a new administrative body – the Advisory 
Committee Diverse and Inclusive Higher Education and Research – which provides guidance 
and support to institutions that are introducing gender equality measures. In 2017, the 
Ministry of Education, Culture and Science, in collaboration with the NWO, set up the 
programme Westerdijk Talentimpuls, which financed the appointment of 100 women 
professors (1299). The aim was to increase the share of women professors – something that 
the Netherlands had been struggling to achieve. In 2021, the Advisory Committee Diverse 
and Inclusive Higher Education and Research published a comprehensive guide on 
designing and implementing GEPs in accordance with the Horizon Europe framework 
standards and requirements (1300). 

TU/e was established by the collaborative efforts of industry, local government and academia 
in 1956 and currently offers programmes in engineering, chemistry, physics, mathematics 
and computer sciences (1301). TU/e is committed to enhancing diversity and gender equality 
among its academic staff as well as its students. This commitment is expressed in the 
university’s strategy for 2030 (1302) and its institutional plan for 2020–2025 (1303), both of which 
emphasise the significance of diversity for the university. TU/e set up its first GEP (1304) in 
2021, which included planned initiatives and goals to be achieved between 2021 and 2025. 
The GEP is based on three approaches (grounded in Schiebinger and Schraudner’s 2011 
analysis) (1305) and proposes measures for each of them. These include (1) setting a target 
for the numbers of women in science, medicine and engineering (1306); (2) improving gender 
equality in research institutions by removing barriers and transforming structures; and (3) 
increasing knowledge about gender issues by incorporating gender analysis into basic and 
applied research (1307). In May 2021, TU/e introduced an updated Irène Curie Fellowship, with 
the objective of achieving a minimum of 30 % female researchers within its permanent 
academic faculty by 2024 (1308). 

 

(1298) Ibid. 
(1299) NWO (n.d.), ‘Westerdijk Talentimpuls’ (https://www.nwo.nl/onderzoeksprogrammas/westerdijk-talentimpuls). 
(1300) Advisory Committee Diverse and Inclusive Higher Education and Research (2021), Guide for Drawing Up 

Gender Equality Plans, Ministry of Education, Culture and Science, The Hague 
(https://www.dihoo.eu/documents/publications/2021/06/15/guide-for-drawing-up-gender-equality-plans). 

(1301) TU/e (n.d.), ‘Our university’ (https://www.tue.nl/en/our-university/). 
(1302) TU/e (n.d.), ‘TU/e strategy 2030’ (https://www.tue.nl/en/our-university/about-the-university/tue-strategy-2030/). 
(1303) TU/e (2021), TU/e Institutional Plan 2020–2025, Leading the Change (https://www.tue.nl/en/our-

university/about-the-university/tue-strategy-2030/). 
(1304) TU/e (2021), TU/e Gender Equality Plan, Eindhoven (https://www.tue.nl/en/our-university/about-the-

university/diversity-and-inclusion/tue-gender-equality-plan/). 
(1305) Ibid., p. 5; Schiebinger, L. and Schraudner, M. (2011), ‘Interdisciplinary approaches to achieving gendered 

innovations in science, medicine, and engineering’, Interdisciplinary science reviews, Vol. 36, No 2, pp. 154–
167. 

(1306) TU/e has set gender targets until 2025, aiming for at least 35% women assistant professors, 30% women 
associate professors and 25% women full professors. In addition, TU/e seeks to achieve a minimum of 30% 
women and international students in the student body and 30% women in leadership positions. TU/e (2021), 
TU/e Gender Equality Plan, Eindhoven (https://www.tue.nl/en/our-university/about-the-university/diversity-and-
inclusion/tue-gender-equality-plan/). 

(1307) TU/e (2021), TU/e Gender Equality Plan, Eindhoven (https://www.tue.nl/en/our-university/about-the-
university/diversity-and-inclusion/tue-gender-equality-plan/). 

(1308) TU/e (n.d.), ‘Irène Curie Program’ (https://www.tue.nl/en/working-at-tue/scientific-staff/irene-curie-
fellowship/). 

https://www.nwo.nl/onderzoeksprogrammas/westerdijk-talentimpuls
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11.5.2.4. Türkiye 

In Türkiye, gender equality is stated to be a fundamental right in the Turkish constitution (1309) 
and is one of the goals of Türkiye’s national development plan for 2019–2023 (1310). Gender 
equality is also a key principle of the Turkish Higher Education Law (1311) and the Turkish 
Human Rights and Equality Institution Law (1312). There are no specific legal provisions on 
gender equality in the R&I sectors in Türkiye, apart from the policy guidelines for increasing 
the participation of women researchers (1313) published by the Scientific and Technological 
Research Council of Türkiye in 2019. Furthermore, in 2019 the Scientific and Technological 
Research Council of Türkiye developed the Turkish ERA Roadmap – National roadmap on 
European Research Area (1314), which sets the R&I agenda in the country. The document 
incorporates into the national context ERA priority 4 ‘Gender equality and gender 
mainstreaming in research’ (1315). There are no legal requirements for Turkish universities to 
draft GEP documents. There are also no dedicated national funding streams for improving 
gender equality in HEIs. 

ITU was founded in 1773, and gender equality and the empowerment of women in science 
are some of the core values of the university. In the 2021/2022 academic year (1316), ITU 
introduced its first GEP, Gender Equality Plan / 2021–2026 (1317), with allocated resources 
for its execution. The time frame for the implementation of specific measures span from 
January 2022 to January 2023, but their objectives are classed as short (less than 1 year), 
medium (1–2 years) or long term (3–5 years) (1318), and the plan is to be revised every 3–
5 years (every strategic period) (1319). The GEP has six major objectives: (1) to create a 
balance in the percentages of women and men faculty researchers and students, (2) to 
increase opportunities for women in terms of career advancement and administration 
positions, (3) to set up mechanisms for the institutional assessment of gender aspects and 
the setting of benchmarks, (4) to improve complaint and support mechanisms for the 
prevention of sexual harassment, (5) to enhance gender equality perspectives in research 

 

(1309) https://www.constituteproject.org/constitution/Turkey_2017.pdf?lang=en. 
(1310) Government of Türkiye (2019), Eleventh Development Plan (2019–2023) 

(https://faolex.fao.org/docs/pdf/tur202339.pdf). 
(1311) Law on Higher Education, Law No 2547, 4 November 1981 (http://www.lawsturkey.com/law/the-law-of-higher-

education-2547). 
(1312) https://www.tihek.gov.tr/public/editor/uploads/1660833133.pdf 
(1313) https://tubitak.gov.tr/en/node/14559. 
(1314)

 https://era.gv.at/public/documents/4071/Turkish_National_Roadmap_on_European_Research_Area_May_2
019.pdf. 

(1315) The national ERA roadmap is based on the conclusions of several activities that were undertaken from 2015 to 
2017 (ibid., p. 2), but the Turkish research area operational structure was set up in 2004, in line with ERA 
principles (ibid., p. 1). 

(1316) https://sustainability.itu.edu.tr/itu-published-2021-2026-gender-equality-
plan#:~:text=ITU%20published%202021-
2026%20Gender%20Equality%20Plan%20The%20first,of%20gender%20into%20research%2C%20go
vernance%20equity%20and%20more. 

(1317) ITU (2021), Gender Equality Plan / 2021–2026, Istanbul 
(https://sustainability.itu.edu.tr/docs/librariesprovider76/default-document-library/gender-equality-
plan.pdf). 

(1318) Ibid. Within the context of the GEP, ‘measures’ refer to concrete actions scheduled for implementation 
within a specific 1-year time frame (e.g. January 2022 to January 2023). These actions are designed to 
address immediate needs or discrepancies. ‘Objectives’ represent the institution’s broader aspirations 
and are tiered based on their expected completion. They offer a roadmap for the institution’s 
commitment to gender equality, guiding its trajectory beyond the immediate measures. 

(1319) ITU (2021), Gender Equality Plan / 2021–2026, Istanbul 
(https://sustainability.itu.edu.tr/docs/librariesprovider76/default-document-library/gender-equality-plan.pdf), p. 4. 

https://www.constituteproject.org/constitution/Turkey_2017.pdf?lang=en
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and teaching and (6) to improve work–life balance for professionals at the university (1320). 
For each key goal/area, a diagnosis of the current situation is presented, and a set of actions 
is established, along with benchmarks, measuring tools and data, the targeted audience and 
an implementation time frame (1321). A total of 12 actions have been defined (1322). 

11.5.2.5. United Kingdom 

The UK 2010 Equality Act (1323) and the 2011 PSED document, which set out Equality Act 
implementation actions, are the fundamental equality laws in the United Kingdom, and they 
also apply to HEIs and research organisations. The act obliges all entities to eliminate 
discrimination, including based on sex, and to advance equal opportunities. Actions and 
measures to ensure gender equality are set out in the 2019 Gender Equality at Every Stage: 
A roadmap for change strategy (1324). To access public funding, the United Kingdom created 
a quality assessment framework: the research excellence framework. This framework also 
assesses the status quo and progress of each entity in relation to gender equality. UK HEIs 
have experience in ensuring gender equality through the Athena SWAN Charter, a framework 
that is used across the world to support and transform gender equality within HER. To 
accommodate legal provisions, access funding or accreditation, HEIs in the United Kingdom 
have action plans in place to advance gender equality and diversity. HEIs are also adapting 
their strategies and plans in accordance with the requirements of Horizon Europe. 

The University of Birmingham is committed to enhancing diversity and equality at the 
institutional level, and these goals are set out in the university’s EDI scheme (1325) (there have 
been a number of these in recent years, and the latest version covers 2021–2024). It focuses 
on three main objectives: creating an inclusive environment, dismantling structural barriers 
for an equitable outcome and integrating EDI. Notably, while the term ‘intersectionality’ is 
introduced as a key concept (1326), its integration into the broader EDI framework is not 
expounded. The university does acknowledge structural barriers (1327), highlighting gender 
and ethnicity pay gaps, but fails to provide intersectional countermeasures or strategies. The 
HE STEM programme at the university was initiated in 2009 as a 3-year programme funded 
by the Higher Education Funding Councils for England and Wales through an activity grant 
to the University of Birmingham. The programme is a coordination platform between five 
universities and four professional body partners, providing access to the resources 
developed under the platform to all interested HEIs in the country. The programme provides 
support to HEIs in the fields of chemistry, engineering, mathematics and physics to improve 
subject delivery and attractiveness and bring diversity into the STEM fields. The programme 
works as a platform that identifies, documents and transfers good practices, improves 
recruitment procedures and fosters innovation in STEM learning (1328). 

 

(1320) ITU (2022), Gender Equality Gap (https://sustainability.itu.edu.tr/gender-equality-plan). 
(1321) Ibid. 
(1322) Ibid. 
(1323) Equality Act 2010, 8 April 2010 (https://www.legislation.gov.uk/ukpga/2010/15/contents). 
(1324) HM government (2019), Gender Equality at Every Stage: A roadmap for change, London 

(https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/821889/GE
O_GEEE_Strategy_Gender_Equality_Roadmap_Rev_1__1_.pdf). 

(1325) University of Birmingham (2021), Equality Diversity and Inclusion Scheme 2021–24, Birmingham 
(https://www.birmingham.ac.uk/Documents/university/equality-scheme.pdf). 

(1326) University of Birmingham (2021), Equality Diversity and Inclusion Scheme 2021–24, Birmingham, p. 8 
(https://www.birmingham.ac.uk/Documents/university/equality-scheme.pdf). 

(1327) Ibid., p. 14. 
(1328) https://www.birmingham.ac.uk/university/colleges/eps/stem/national-he-stem-programme/national-he-stem-

programme.aspx. 
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11.5.3. Monitoring and evaluation frameworks to promote gender equality in 
research and innovation 

A number of monitoring and evaluation frameworks to promote gender equality at the national 
level and in the selected R&I institutions have been identified and are described in this 
section. Mainly, data reported by universities and research centres are being collected by the 
national statistical offices and fed into general statistics about gender representation. The 
GEPs’ monitoring frameworks are not connected to national monitoring frameworks, and 
therefore there is no way of identifying any national-level change brought about by these 
plans. Interviews also revealed that aggregating data about gender in STEM disciplines at 
the national level might be challenging since the data differ in terms of factors such as 
education level and the nature of the activity of research centres. 

In Austria, in order to monitor gender equality progress, all universities must submit annual 
reports with monitoring indicators on the representation of women and men in all areas and 
at all hierarchical levels, career opportunities and the gender pay gap to the Austrian Federal 
Ministry of Education, Science and Research. At the macroinstitutional level, ISTA is 
reviewed every 4 years in terms of its performance through an evaluation report that 
examines gender equality. The 2019 evaluation report (1329) provided five major 
recommendations, one of which stressed the importance of efforts to improve the ratio of 
women to men in the fields of mathematics, physics and computer science. The evaluation 
also noted that early career support should be offered to women and that the good practice 
of mentoring measures should continue. 

In terms of monitoring, the ISTA GEP document sets out continuous monitoring of indicators 
based on the internal annual diversity monitoring mechanism, which collects data on 
nationality and gender and takes into account issues such as part-time versus full-time 
positions. With the introduction of the ISTA GEP, this monitoring framework is being extended 
to cover additional indicators, and some of the data collected have been made publicly 
available. The additional indicators cover the composition of current staff, composition of 
decision-making and leadership positions, recruitment, work–life balance, career 
development and staff turnover. Whenever possible, ISTA aims to monitor the correlation of 
these indicators with other diversity dimensions, such as nationality and age (1330). In addition, 
the ISTA GEP’s ‘Progress measures and methods’ chapter defines metrics and data 
collection methods for each aim, including dedicated surveys of staff, standardised feedback 
forms, descriptive statistics on workload distribution and the implementation time frame. The 
plan also sets out the introduction of new tools in areas such as gender-sensitive career 
advancement or protocols for the reporting of complaints. 

ETH Zürich uses the Gender Monitoring Report (1331) tool to collect data on various aspects 
of gender equality (in each individual department). Currently, in light of the need for a future 
action plan, the scope of the tool is being broadened. ETH Zürich has been collecting and 
publishing data on gender equality and diversity since 2009 (1332). The report includes data 
on and analysis of the following indicators: the ratio of women to men in different positions 

 

(1329) International Review Panel (2020), 2019 evaluation of the Institute of Science and Technology Austria (IST 
Austria) – Report by the International Review Panel. 

(1330) ISTA (2022), Gender Equality Plan v1.0 2022–2026, Klosterneuburg (https://ist.ac.at/wp-
content/uploads/2022/06/20220531_GEP-V1.0-2022-2026.pdf). 

(1331) ETH Zürich (n.d.), ‘Diversität an der ETH Zürich’ (https://ethz.ch/staffnet/de/anstellung-und-
arbeit/arbeitsumfeld/diversity.html). 

(1332) All reports published so far can be accessed on the ETH Zürich website 
(https://ethz.ch/staffnet/en/employment-and-work/working-environment/diversity/strategy-and-
numbers/equality-monitoring/archive.html). 
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and at different research levels, alumni, PhD candidates, scientific staff and grants. In 
addition, each faculty prepares a yearly department report analysing the corresponding data 
at the departmental level (1333). The institution undertook specific studies/surveys to support 
data collection on the implementation of the ETH GAP (e.g. a survey of students who had 
decided to leave the institution) and also undertook a mapping of the expertise of other STEM 
universities (outside the country) in working towards equal opportunities. The GAP presented 
a quantifiable baseline in terms of the representation of women, set goals and defined clear 
measures to achieve these goals. 

In the Netherlands, at the national level, there are several tools to collect and report national-
level data on gender equality. The LNVH presents statistics regarding employment and 
gender equality in academia. The first report included all Dutch universities and was 
published in 2006. Since 2015, a monitoring report has been published yearly and includes 
reporting on progress through comparison with previous data. Indicators covered by the 
monitoring include (1) the proportion of women full professors at universities, (2) the 
proportion of women full professors at university medical centres, (3) the distribution of men 
and women scientists in the Netherlands, (4) the proportion of women at the highest level of 
academic management and governance in scientific organisations and (5) the composition 
of management and support staff compared with that of academic staff. The reports include 
an international comparison and benchmarking among other Member States. Given that data 
are collected from each university, the monitor includes a detailed overview of the situation 
at the institutional level (1334). In addition, the National action plan for greater diversity and 
inclusion in higher education and research (1335) mandates the national Advisory Committee 
Diverse and Inclusive Higher Education and Research to prepare qualitative and quantitative 
indicators in regard to the five goals set out in the plan. While the reports offer a 
comprehensive analysis of women’s participation in academia at various stages of 
employment and education, they do not delve into the intricate details of integrating the 
gender dimension into research or educational activities as a recommended thematic area to 
be covered by GEPs. The TU/e GEP describes monitoring systems being set up (or, in some 
cases, monitoring mechanisms already in place) for each of its main goals. Monitoring of 
progress is meant to take place based on internal administrative data collected by the 
university, the Women Professors Monitor and the annual report. The goals are monitored 
through a mixed-methods approach of quantitative and qualitative data, which are collected 
through existing tools, plus a dedicated Employee Satisfaction Survey. 

At the national level in Türkiye, gender-desegregated data on education and research are 
collected and reported by the Turkish Statistical Institute as part of the education, culture, 
sport and tourism, employment and earnings data. The institute runs a dedicated R&D 
survey. At the ITU, the data that were fed into the GEP were from the Istanbul Technical 
University Annual Report 2021, which provides basic gender-disaggregated statistics in 
several areas (1336). The GEP also establishes a Gender Equality Unit in the Women’s 
Studies Centre in Science, Engineering and Technology that will have the task of monitoring, 
evaluating and benchmarking the objectives of the GEP. The Gender Equality Unit will 
develop methods for monitoring equality status that can be used for individual faculties and 

 

(1333) All department reports are available on the ETH Zürich website (https://ethz.ch/staffnet/en/employment-and-
work/working-environment/diversity/strategy-and-numbers/equality-monitoring.html). 

(1334) LNVH (2021), Women Professors Monitor 2021, Utrecht 
(https://www.lnvh.nl/uploads/moxiemanager/LNVH_monitor2021_ENGLISH.pdf). 

(1335) Ministry of Education, Culture and Science (2020), National action plan for greater diversity and inclusion in 
higher education and research, The Hague (https://www.government.nl/ministries/ministry-of-education-
culture-and-science/documents/reports/2020/09/01/national-action-plan-for-greater-diversity-and-inclusion-in-
higher-education-and-research). 

(1336) ITU (2021), Istanbul Technical University Annual Report 2021, Istanbul. 
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departments. The GEP will be revised every strategic period (3–5 years). A dedicated 
website, ‘ITU in numbers’ (1337), was created to publish the data collected (1338). The gender 
statistics to be published annually are gender data on new students, graduates, 
undergraduate degrees and postgraduate degrees, international students, university staff 
and parental leave. Qualitative data on gender equality will be collected and published using 
workforce surveys. For most of the GEP actions, the ITU would have to perform tailored data 
collection exercises within the university to be able to define quantifiable benchmarks; such 
exercises include surveys, the collection of administrative data and the assessment of 
existing rules and regulations. The GEP does not have a section dedicated to monitoring and 
evaluation, but the diagnosis section of each action leads to a benchmark analysis that will 
support the quantification of the measures. 

In the United Kingdom, annual gender equality data are presented through the Gender 
Equality Monitor – Tracking progress on gender equality report (1339) and annual reports on 
the gender pay gap (1340). At the University of Birmingham, a range of gender-equality-
dedicated annual reports are published, including the Gender Pay Gap Report and the 
Publication of Equality Information Report. To monitor the implementation of the EDI plan at 
the university, defined indicators, data and benchmarks will be used to measure progress. 
This will be carried out under the supervision of the Equality Executive Group at the level of 
the university. In the HE STEM programme hosted by the university, to complement 
university-level and national-level monitoring tools, the programme introduced dedicated 
surveys (Quick CAT Staff and Student Culture Surveys) to help STEM departments across 
partner universities to improve their understanding of the impact that gender issues have on 
the working and learning environments of staff and students, and what needs to be done to 
create a more inclusive learning and working environment. The survey results fed into the 
cross-university research excellence framework and provided a baseline for initiating 
engagement in recognition and award schemes, including the Athena SWAN award. The HE 
STEM programme also generated research on differences between males and females in 
relation to their studies and experiences at work, which resulted in teachers and employers 
being provided more knowledge and resources on providing career guidance and support. 

11.5.4. Key factors that allow for the effective implementation of gender equality 
plans in the institutions 

Regarding conformity with the GEP requirements of Horizon Europe, the studied STEM 
institutions demonstrate varying extents of alignment. Table 32 offers an overview of each 
institution’s compliance as far as such analysis is currently feasible. It is, therefore, pertinent 
to highlight that numerous institutions under consideration had already satisfied some 
requirements prior to the introduction of their GEPs. Given the relatively recent inception of 
most GEPs, the ability to evaluate their impact is limited. Determining to what extent the 
outlined actions and objectives have been realised proved challenging, consequently 
complicating the assessment of current alignment between Horizon Europe’s eligibility 

 

(1337) https://sayilarla.itu.edu.tr/. 
(1338) https://sayilarla.itu.edu.tr/#s8. 
(1339) HM government (2019), Gender Equality Monitor – Tracking progress on gender equality, London 

(https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/814080/GE
O_GEEE_Strategy_Gender_Equality_Monitor_tagged.pdf). 

(1340) Gov.uk (n.d.), ‘Search and compare gender pay gap data’ (https://gender-pay-
gap.service.gov.uk/?_ga=2.62447786.706648386.1664455425-42647230.1664455425). 

https://sayilarla.itu.edu.tr/
https://sayilarla.itu.edu.tr/#s8
https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/814080/GEO_GEEE_Strategy_Gender_Equality_Monitor_tagged.pdf
https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/814080/GEO_GEEE_Strategy_Gender_Equality_Monitor_tagged.pdf
https://gender-pay-gap.service.gov.uk/?_ga=2.62447786.706648386.1664455425-42647230.1664455425
https://gender-pay-gap.service.gov.uk/?_ga=2.62447786.706648386.1664455425-42647230.1664455425
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criterion and the implemented actions. Table 32 is organised in relation to categories of 
‘Mandatory GEP process requirements’ (1341). 

Table 32. Fulfilment of mandatory GEP process requirements by STEM HEIs 

University / 
research centre 

Mandatory GEP process requirements (public document, 
dedicated resources, data collection and monitoring, training 
and capacity building) 

ISTA • The Gender Equality Plan v1.0 2022–2026 is a formal document 
endorsed by the President and Managing Director of ISTA. This 
document is publicly accessible on the official ISTA website. 

• In this plan, ISTA’s management formally commits to allocating 
adequate resources and budgeting, including support for participation 
in training and informational and networking events. For the first 
quarter of 2022, the human resources dedicated to this initiative 
consisted of one FTE position. The potential for increased resources 
and budget allocation had been projected for 2023. 

• Since 2017, ISTA has undertaken diversity monitoring annually across 
various dimensions, including gender. This monitoring is readily 
available to all employees. With the introduction of the GEP, additional 
gender-disaggregated categories for data collection have been 
established, including current staff, decision-making, recruitment of 
scientists, work–life balance, career development and retention. 

• Furthermore, the GEP has introduced equity, diversity and inclusion 
training. These include mandatory implicit bias basic diversity training 
and intercultural competence training for all new administrative staff 
and young scientists. Information and discussion sessions on gender 
inclusiveness have been initiated for administrative supervisors, and 
mental health first aid training has been offered to selected permanent 
staff. This training portfolio is expected to be updated regularly. 

• GEP includes the introduction of ‘measures of the GEP’ – that is, 
activities related to Horizon Europe’s thematic areas. These actions 
are to be executed in the coming years and vary in extent, from 
providing handouts and organising events to collecting feedback from 
scientists. Among these measures, the most attention has been paid 
to work–life balance and organisational culture, with less emphasis on 
measures against gender-based violence. 

• While it remains too early to evaluate the real impact of GEPs, 
monitoring their progress is already emerging as a potential challenge. 
This is especially pertinent in assessing their actual impact and 
qualitative changes. Consequently, it is unclear to what extent Horizon 
Europe’s requirements are met beyond formalistic compliance. The 
GEPs generally include statements about finances and resources. 
Still, concerns about financial procedures were raised during 
interviews, specifically regarding budgeting for the financing that will 
only commence in the following fiscal year. Furthermore, the extent to 
which training sessions and events are accessible and well attended 
is not immediately ascertainable, complicating any evaluation or 
prediction of these aspects in terms of meeting Horizon Europe’s 

 

(1341) European Commission, DG Research and Innovation, Pépin, A. (2021), GEP Eligibility Criterion in Horizon 
Europe, Bridge2HE national contact point training, 17 November 
(https://horizoneuropencpportal.eu/sites/default/files/2022-04/gep-eligibility-criterion-in-
he.pdf#:~:text=%E2%80%A2%20To%20satisfy%20the%20Horizon%20Europe%20eligibility%20criterion%2C,
and%20created%20with%20the%20input%20of%20its%20community). 

https://horizoneuropencpportal.eu/sites/default/files/2022-04/gep-eligibility-criterion-in-he.pdf#:~:text=%E2%80%A2%20To%20satisfy%20the%20Horizon%20Europe%20eligibility%20criterion%2C,and%20created%20with%20the%20input%20of%20its%20community
https://horizoneuropencpportal.eu/sites/default/files/2022-04/gep-eligibility-criterion-in-he.pdf#:~:text=%E2%80%A2%20To%20satisfy%20the%20Horizon%20Europe%20eligibility%20criterion%2C,and%20created%20with%20the%20input%20of%20its%20community
https://horizoneuropencpportal.eu/sites/default/files/2022-04/gep-eligibility-criterion-in-he.pdf#:~:text=%E2%80%A2%20To%20satisfy%20the%20Horizon%20Europe%20eligibility%20criterion%2C,and%20created%20with%20the%20input%20of%20its%20community
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requirements. Nevertheless, it is crucial to acknowledge that the GEP 
at ISTA, and its corresponding gender equality measures, appear to 
be an integral part of ISTA’s wider diversity policy under its equity, 
diversity and inclusion measures. These issues intersect and are 
woven into the broader fabric of diversity. Among other things, 
awareness raising and training encompass annual diversity 
monitoring, implicit bias training for supervisors and soft skills training 
for employees. 

• While this link between the GEP and EDI is not explicitly stated 
(except for the EDI training mentioned in GEP), it is apparent that 
issues of diversity and intersectionality hold significant value to ISTA. 
This is evident, for instance, in the monitoring plan declared in the 
GEP, where correlations with other diversity dimensions such as age 
and nationality will be included wherever data are available. 

ETH Zürich • The GEP of ETH Zürich is a formal document publicly accessible on 
the institution’s website. However, it should be noted that the online 
version does not bear the signature of the university’s management. 

• Resources and responsibilities for realising gender equality goals are 
detailed within the plan. For instance, it is the obligation of the 
President of ETH Zürich to ensure the execution of these goals. The 
Associate Vice President supports this endeavour for equal 
opportunities and leads the Office for Equal Opportunities and 
Diversity. Further assistance comes from various divisions, such as 
the Dual Career Advice, Human Resources and Services 
Infrastructure Divisions and the Office for Faculty Affairs. Although 
financial resources are not consistently referred to throughout the 
GEP, several activities indicate that funding will be provided by the 
Rector of ETH Zürich, the departments and the University of Zurich. 

• Data related to gender are collected and presented in the gender 
monitoring reports for 2015/2016, 2017/2018 and 2019/2020. In 
addition, the ‘Archive equality monitoring 2009–2021’ provides 
comprehensive data at the departmental and institutional levels, 
including metrics such as ‘Scientific staff by gender,’ ‘Proportion of 
female scientific staff,’ ‘Adjunct professor titles swarded by gender,’ 
‘Gender breakdown of professors by department’ and ‘Technical and 
administrative personnel.’ 

• The 2014 GEP did not give substantial attention to specific training. 
However, updates to the initial GEP expanded on the information 
regarding training. The 2018–2020 GAP provides a comprehensive 
overview of various activities and initiatives undertaken by the 16 
departments. These activities are tailored to correlate with areas such 
as career development in academia; gender aspects in research and 
teaching; reconciliation of studies, work and family; sexual 
harassment and discrimination; female associations; and institutional 
measures. These reflect the diverse needs of each department. 

• As the earliest GEP among the examined institutions, ETH Zürich’s 
GEP has demonstrated an evolution. Assessing the alignment of the 
2014 GEP with Horizon Europe’s requirements might be challenging; 
however, successive iterations have supplemented it with substantial 
activities and information. This points to a robust engagement with the 
requirements and signifies the ongoing advancement of the gender 
equality agenda at ETH Zürich. For example, the institution has 
implemented various initiatives, including introducing family-friendly 
facilities and a range of training programmes and workshops. The 
reports suggest that the objectives outlined in the successive versions 
of the GEP are being met progressively and are effecting discernible 
change – the ultimate aim of the Horizon Europe eligibility criterion. 
For instance, reports indicate a steady rise in female representation, 
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such as an increase in female professorship (including assistant 
professors and those on permanent contracts) from 14.9 % in 2018 to 
16.3 % in 2019. 

• Furthermore, half of the associate professor appointments in 2019 
were for women, representing a significant increase of 11.5 %. While 
the current assessment of GAP implementation at ETH Zürich is 
mainly quantitative, focusing on data at the departmental level, future 
assessments are envisaged to be more qualitative, aiming to measure 
impact. Currently, there is no available impact assessment regarding 
the implementation of the previous GAPs, making it challenging to 
evaluate the plan’s effectiveness in following Horizon Europe’s 
requirements in practice instead of on paper. ETH Zürich shows a 
heightened sensitivity towards diversity, although it acknowledges a 
scarcity of data regarding other aspects of diversity. This shortage can 
be attributed mainly to the collection of diversity metrics being rare 
owing to the private and sensitive nature of the information, thus 
presenting considerable challenges in advancing an intersectional 
approach to diversity promotion. However, ETH Zürich demonstrates 
its commitment through concrete actions, aligning it with Horizon 
Europe’s expectations. The institution’s future plan includes drafting a 
new document that extends beyond gender equality to embrace more 
diversity measures and confront multifaceted exclusion. 

TU/e • The GEP of TU/e is a formal document accessible online. However, it 
is worth noting that this online version lacks signatures from the 
management team. 

• The GEP outlines distinct roles and responsibilities, including those of 
the chief diversity officer, the student diversity officer and policy 
advisors for human resource management and educational and 
student affairs. In addition, a Diversity Committee has been 
established. While the GEP does acknowledge the provision of 
appropriate financial resources, the specific details of this are not 
provided. 

• An ongoing monitoring process is in place, with data available 
regarding aspects such as female representation among scientific 
staff, higher positions and support staff; student distribution by 
gender; and the distribution of diplomas by gender. These data, 
spanning 10 years, are readily accessible through TU/e’s Business 
Intelligence tool. Commencing in 2022, media appearances by TU/e’s 
male and female scientists will also be monitored to achieve equal 
media representation of female scientists as experts in their fields. 
TU/e’s annual report publicly provides details of its policy, 
accomplishments and financial results and includes a section on 
diversity and inclusion. 

• A range of training courses, such as ‘Inclusive selection and 
assessment (de-bias)’, are available to the entire organisation. The 
GEP also enumerates the diversity and inclusion initiatives and 
networks that TU/e is part of or has initiated, including the Inclusive 
Culture Forum, Women in Science Eindhoven Network and Diversity 
Week. 

• The formal establishment of a GEP at TU/e appears to be one of the 
final actions undertaken to meet the requirements set forth by Horizon 
Europe. Evidence suggests that many initiatives and activities 
encapsulated within the GEP were already under way or being 
considered before its creation. For instance, a gender-inclusive 
monitoring process has been operational for over a decade, and the 
GEP did not introduce new categories for segregation. Activities that 
predate the GEP include Diversity Week (2020), the Women in 
Science Eindhoven Network (2007) and the Diversity Fund (2019), 
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which offers staff and students an opportunity to apply for diversity 
and inclusion project funding. Furthermore, TU/e’s Extra Parental 
Leave Act, an existing initiative aiming to facilitate work–life balance, 
was cited within the GEP. As such, it can be challenging to discern 
which activities arose directly from implementing the GEP and which 
were pre-existing. The TU/e GEP seems to incorporate or align with 
other diversity-promoting activities. This integration extends beyond 
gender and includes the representation of LGBTQ+ individuals, 
among other groups. The role of the chief diversity officer also 
suggest an emphasis on diversity, not gender equality. While it may 
be too soon to analyse trends and outcomes since the GEP’s 
inception, this could indicate progress towards greater intersectional 
inclusiveness within TU/e’s GEP. Crucially, it is worth noting that most 
of Horizon Europe’s requirements and thematic areas were addressed 
by TU/e even before it formally introduced its GEP. 

ITU • The ITU’s Gender Equality Plan / 2021–2026 is a formal document 
that is available online but is not signed (contributors are listed). 

• The ITU declares that it is committed to establishing a Gender 
Equality Unit in the Women’s Studies Centre in Science, Engineering 
and Technology to monitor, evaluate and benchmark the objectives of 
the GEP. In addition, for each measure discussed in the GEP, 
available resources are listed (e.g. for the amendment on the 
promotion criteria to set up gender-bias-free career progression 
procedures, resources include staff of the Human Resources 
Department, staff of the Centre of Women Studies in Science, 
Engineering and Technology, and the financial and technical 
resources of the university). 

• The ITU’s annual reports include gender-based statistics on academic 
and administrative staff and students based on information from the 
faculties and other parts of the institution. The recent gender-related 
study that ITU was involved in through the European Engineering 
Learning Innovation and Science Alliance (Eelisa) ‘Innovation and 
common research strategy’ project, which involves gender-based 
statistics to be examined in the annual reports of the university and its 
faculties, will be discussed during performance negotiations. 

• Training possibilities for 2022 are introduced in the GEP. Training will 
be organised by the Career Centre and the Women’s Studies Centre 
in Science, Engineering and Technology and will cover gender 
equality in general and specifically the topics of gender-sensitive 
research and teaching and gender mainstreaming. 

• The GEP of ITU stands out as the most detailed among the 
documents considered in this analysis, particularly regarding its 
foundational assumptions and planned initiatives. Although the GEP’s 
principles align with the eligibility criterion of Horizon Europe, the 
recency of the document makes it challenging to evaluate the extent 
of its effectiveness or implementation. Nevertheless, the precision with 
which the diagnosis, objectives and resources are articulated is 
commendable, particularly the delineation of individual actions’ short-, 
medium- and long-term impacts. However, the GEP does not explicitly 
explain how gender equality measures are integrated into broader 
plans on intersectional approaches or diversity promotion. 
Considering the relatively short time since the GEP’s introduction, it is 
not easy to contextualise these measures within a more 
comprehensive framework. 

University of 
Birmingham 

• The Equality Diversity and Inclusion Scheme 2021–24 is a formally 
established document available online, with a foreword signed by the 



 

339 
 

Vice Chancellor and Principal and the Deputy Pro-Vice Chancellor for 
Equalities. 

• The document details the responsibilities of various university 
departments and offices involved in the scheme, including the 
University Council, University Executive Board, Equality Executive 
Group and Equality, Diversity and Inclusion Team. Notably, the 
university has a Chancellor for Equalities. While the scheme sets out 
these roles, it does not discuss or mention the financial resources 
allocated to the initiative in any available documentation. 

• The scheme identifies key progress benchmarks, including the 
percentage of female professors and female grade 9 academic staff 
for 2018–2022 and the percentage of staff who confidentially shared 
information on their disability status, gender identity, sexual orientation 
and religion or beliefs with the university in 2021–2022. The 
university’s annual report on EDI offers a comprehensive overview of 
actions undertaken throughout the previous year to implement the 
scheme. 

• While the scheme does not explicitly discuss specific training or 
capacity-building activities, such initiatives are undertaken (though the 
contents are not publicly disclosed), and annual EDI events covering 
various diversity dimensions are organised. 

• The issue of gender is diffused across various documents and 
initiatives of the University of Birmingham, rendering an assessment 
of their coherence with the requirements and thematic areas of 
Horizon Europe rather challenging. Unlike the other HEIs examined in 
this case study, the university incorporates gender as one element in 
the broader context of diversity. Although the documents do not 
explicitly denote an intersectional approach, it is clear that gender is 
subsumed under a more expansive group of diversity indicators, albeit 
not directly amalgamated with other minority characteristics. 
Consequently, gauging the degree of compliance with the 
requirements is complicated. While there is a document that could be 
referred to as a GEP, it also encompasses other domains. 
Furthermore, this document does not stipulate specific future actions 
regarding gender equality but proffers declarations instead. As 
observed in some other instances, several eligibility criteria were 
satisfied before the formal documentation was established, including 
monitoring, data collection and training. 

The extent to which these institutions’ plans and documentation align with the Horizon Europe 
GEP requirements offers a glimpse into the factors that may influence successful GEP 
implementation. As evidenced by the diverse approaches seen across these institutions, 
tailoring GEPs to an institution’s specific context seems paramount. This initial discussion of 
the alignment sets the stage for a deeper analysis of the elements identified by stakeholders 
as being able to drive the effective execution of GEPs in universities and research institutes. 
Stakeholders identified several pivotal factors that influence the successful implementation 
of GEPs. Through discussions with stakeholders, a shared understanding emerged among 
the participating universities and research institutes concerning the essential elements that 
drive the effective execution of GEPs. 

• One of the major success factors is commitment at the level of management/faculty 
to GEP implementation and allocation of the necessary funding. A mix of top-down and 
bottom-up actions proved to be successful in drafting the GEPs and securing 
commitments for their implementation at the departmental level. 
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• Commitment, dedication and interest of women faculty members, as well as that of 
women scientists and students, was seen to be a catalyst for GEP development. 
Interviews revealed that in almost all institutions where interviews took place, GEP teams 
were formed by women staff; the exception was TU/e, where a mixed team was formed. 
At the same time, the interviews revealed that there is a strong understanding that 
women-led initiatives should receive greater involvement of men faculty members, 
deans, professors and students and that this, in turn, would support and promote the 
implementation of GEPs. The risk of GEP being a ‘women’s’ document/initiative was 
acknowledged during interviews. 

• The heightened discourse and awareness surrounding gender and diversity at the EU 
level, particularly within the context of the ERA and Horizon Europe’s eligibility 
requirements, has stimulated parallel discussions and awareness at the national level 
across the countries analysed as part of this case study. This has sparked targeted 
actions within each institution. For instance, the ITU participated in the FESTA and 
Shemera projects funded by the FP7 SIS work programme (1342). 

• Peer pressure plays a significant role in successfully implementing GEPs. The gender 
equality performance of peer institutions, aside from sex and/or gender analysis in R&I 
content, encourages improved gender outcomes through GEPs. Public recognition of 
gender equality advancement in some universities motivated others to follow suit. 
Universities are aware of the fact that, when choosing between universities, students 
might choose those that perform better in terms of gender equality and diversity, and 
therefore the universities are motivated to improve this dimension. Political pressure on 
universities to improve gender equality and to prevent discrimination and abuse was also 
mentioned as a driving factor. Award schemes, such as the Athena SWAN Charter in the 
United Kingdom (as mentioned by one interviewee), promote gender equality and also 
promote a more inclusive approach within institutional management and faculties. 

• National-level legal requirements, and the linked funding opportunities to GEPs, were 
also mentioned as a key success factor. The national-level legal requirements provide a 
regulatory framework that mandates the adoption of GEPs, thereby facilitating their 
implementation. An example of this is the Swiss Federal Act on Funding and 
Coordination of the Higher Education Sector, which explicitly sets gender equality as a 
criterion for the accreditation, and therefore funding, of HEIs. Such legislation creates a 
compelling case for HEIs to prioritise gender equality. 

• When asked about STEM-specific key factors in the development and implementation of 
GEPs, interviewees mentioned the involvement of leading scientists, as this lends 
credibility and gravitas to the entire initiative, drawing more attention to the efforts and 
encouraging broader participation. Equally important are the success stories from top 
STEM institutions around the world, such as the Massachusetts Institute of Technology 
(MIT). MIT’s significant strides in gender equality, particularly the landmark 1999 study 
on the status of women faculty in science, serve as a powerful example for other 
institutions. This study prompted considerable introspection and action within MIT, 
leading to substantive changes that have had a lasting impact (1343). 

 

(1342) https://cordis.europa.eu/project/id/287526; https://cordis.europa.eu/project/id/266633. 
(1343) The 1999 MIT study on the status of women faculty in science highlighted systemic bias against women in 

sciences. Initiated by senior women in the faculty who identified disparities in resources and treatment 
between genders, the study was formally undertaken by a committee appointed by the then Dean of the 

 

https://cordis.europa.eu/project/id/287526
https://cordis.europa.eu/project/id/266633
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11.5.5. Impact of EU and national policies and programmes supporting or 
imposing gender equality plans on gender equality in STEM-focused 
institutions, and on research and innovation quality, efficiency and 
productivity 

As previously stated, the implementation of GEPs (also referred to as GAPs or EDI plans 
within these institutions) is a recent development in the chosen STEM-focused research 
establishments. Consequently, conducting an impact evaluation faces challenges due to their 
novelty. Evidence gathered through interviews conducted as part of the case study strongly 
suggests that EU and national policies and programmes, such as the ERA and Horizon 
Europe, that support or mandate the development of GEPs have had a positive impact on 
gender equality in STEM-focused institutions. These policies have prompted institutions to 
consolidate their gender equality activities into coherent, long-term strategic plans. In 
particular, the process of developing a GEP, supported by the ERA and Horizon Europe 
requirements, has prompted institutions to consider not just the content of their gender 
equality measures but also how these measures will be funded, monitored and evaluated 
over time. This requirement for comprehensive planning has led to increased accountability 
and effectiveness in promoting gender equality. Moreover, the process of the development 
and implementation of GEPs across Europe offered referral points, inspiration and a point of 
reference. The GEPs developed and implemented in the institutions selected have also 
resulted in more coordination among the education and research bodies. 

The following measures are promising, innovative practices that have been carried out in 
advance, in parallel or as a result of the GEPs implemented in the institutions selected. 

• ISTA put gender equality measures in place in parallel with the development of its GEP 
document. While the timing of ISTA’s implementation of gender equality measures aligns 
with the development of its GEP, the current data do not provide explicit evidence to 
establish a direct connection to compliance with the Horizon Europe eligibility criterion. 
The information collected from the interviews suggests the existence of an internal 
gender equality document prior to the GEP, but this is no longer in effect. However, the 
specific motivations behind these developments remain unclear based on the available 
data. One initiative undertaken is the international campaign STEM fatale (1344), which 
(1) collects data through a dedicated survey on gender clichés, biases and stereotypes 
that hinder gender equality in the STEM sector; (2) provides evidence to allow for an 
informed discussion of how to overcome biases and encourage gender balance in STEM; 
(3) provides women in STEM with a networking and coaching platform that fosters 
exchange, mentoring and collaboration and offers training and workshops aiming to 
enhance management, communication and goal-setting skills. STEM fatale received the 
Wissen Schafft Zukunft Award for promoting women in STEM. In 2019, ISTA joined a 
network of neuroscientists committed to promoting diversity and equality in the scientific 
community by signing the ALBA Declaration on Equity and Inclusion (1345). This 
declaration, a project of the ALBA Network – an international non-profit organisation 

 

School of Science, Robert J. Birgeneau, leading to increased awareness of and action on gender 
discrimination. The study report was then followed up in 2002 and 2011. MIT (1999), A study on the status of 
women faculty in science at MIT, Cambridge, MA (http://web.mit.edu/fnl/women/women.pdf); MIT (2002), 
Reports of the Committees on the Status of Women Faculty, Cambridge, MA 
(https://facultygovernance.mit.edu/sites/default/files/reports/2002-03_Status_of_Women_Faculty-
All_Reports.pdf); MIT (2011), A report on the status of women faculty in the Schools of Science and 
Engineering at MIT, Cambridge, MA (https://news.mit.edu/sites/default/files/documents/women-report-
2011.pdf). 

(1344) https://stem-fatale.com/. 
(1345) ISTA (2022), ISTA Annual Report 2021, Klosterneuburg. 

http://web.mit.edu/fnl/women/women.pdf
https://facultygovernance.mit.edu/sites/default/files/reports/2002-03_Status_of_Women_Faculty-All_Reports.pdf
https://facultygovernance.mit.edu/sites/default/files/reports/2002-03_Status_of_Women_Faculty-All_Reports.pdf
https://news.mit.edu/sites/default/files/documents/women-report-2011.pdf
https://news.mit.edu/sites/default/files/documents/women-report-2011.pdf
https://stem-fatale.com/
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established in 2018 hosted and administered by the Federation of European 
Neuroscience Societies – endorses individuals and organisations committed to 
advancing equity and diversity in the field of neuroscience (1346). The platform provides 
evidence-based actions and resources on how organisations and individuals can 
contribute to this goal. The ALBA platform conducts research on, provides evidence on 
and promotes good practices on how to make STEM work culture more inclusive and 
how to overcome biases, including gender biases. Members participate in events, 
training sessions and networking meetings to support one another in achieving the goal 
of diversity. Zoom-a-scientist (1347) (girls’ special) is an education programme that 
connects ISTA scientists with primary and secondary school pupils and also encourages 
school students to pursue STEM education. Women in Science Day is part of an event 
series that promotes and brings together women in STEM. The diverse speakers 
lists (1348) is a resource created by ISTA to support diversity in science at events, 
conferences and panels by providing platforms that promote women speakers and 
speakers of other under-represented groups. The ‘Show how to empower!’ (1349) initiative 
reflects on gender biases in ‘silent interviews’ carried out through photography. 

• ETH Zürich has had a GAP in place since 2014, and every second year an 
implementation assessment is carried out to support the update of the GAP. There is no 
impact assessment available in terms of the implementation of previous GAPs. The 
current evaluation of GAP implementation is more quantitative, analysing data at the 
level of each department. In the future, a more qualitative (impact) assessment is 
envisaged. The GAP implementation assessment was carried out through interviews 
with individual departments and administrative units. The list of the actions implemented 
at ETH Zürich during the years covered by the GAPs show the implementation of a wide 
range of activities and programmes, such as training, discussions, awareness-raising 
events, childcare benefits and services, the establishment of breastfeeding rooms, 
research on gender differences in exams, the introduction of tools for reporting and 
support in cases of harassment and discrimination, the establishment of a code of 
conduct, research on career support for women, mentoring programmes for women, 
gender-sensitive recruitment procedures, grants for supporting researchers/scientists 
through pregnancies (assistant positions) and parity doctoral programmes. The 
assessment highlighted a number of positive initiatives, such as additional funding for 
childcare in day nurseries and the enforcement of the zero-tolerance policy against any 
form of sexual harassment or discrimination on the basis of gender. In the 2018 
GAP (1350), compared with the 2016 version (1351), there was an increased emphasis on 
the contributions of ‘female associations’. Several of these associations, such as the 
Society for Women in Social Studies and Humanities and the Working Group for 
implementing the GAP at D-GESS (the Department of Humanities, Social and Political 
Sciences), were inaugurated in 2018 and function with the financial backing of individual 

 

(1346) ALBA Network (2022), ALBA Declaration on Equity and Inclusion (https://www.alba.network/declaration). 
(1347) https://ista.ac.at/en/education/ist-for-kids/zoom-a-scientist/. 
(1348) https://ista.ac.at/en/diverse-speakers-lists. 
(1349) ISTA (n.d.), ‘Women in Science Exhibition – Show how to empower’ (https://ist.ac.at/en/women-in-

science/exhibition/). 

(1350) ETH Zürich (2020), Gender Action Plan – Implementation within the departments of ETH Zurich 2018–

2020, Zurich, pp. 33–35 (https://ethz.ch/content/dam/ethz/associates/services/Anstellung-
Arbeiten/diversity/Strategie_und_Zahlen/Gender%20Action%20Plan/ENG/Implementation%20GAP/U
msetzungGAP2020_ENG_final.pdf). 

(1351) ETH Zürich (2016), Gender Action Plan – Umsetzung in den Departementen und in der Verwaltung 
2016, Zurich (https://ethz.ch/content/dam/ethz/associates/services/Anstellung-
Arbeiten/diversity/Strategie_und_Zahlen/Gender%20Action%20Plan/GAP_2016.pdf). 

https://www.alba.network/declaration
https://ista.ac.at/en/education/ist-for-kids/zoom-a-scientist/
https://ista.ac.at/en/diverse-speakers-lists
https://ist.ac.at/en/women-in-science/exhibition/
https://ist.ac.at/en/women-in-science/exhibition/
https://ethz.ch/content/dam/ethz/associates/services/Anstellung-Arbeiten/diversity/Strategie_und_Zahlen/Gender%20Action%20Plan/ENG/Implementation%20GAP/UmsetzungGAP2020_ENG_final.pdf
https://ethz.ch/content/dam/ethz/associates/services/Anstellung-Arbeiten/diversity/Strategie_und_Zahlen/Gender%20Action%20Plan/ENG/Implementation%20GAP/UmsetzungGAP2020_ENG_final.pdf
https://ethz.ch/content/dam/ethz/associates/services/Anstellung-Arbeiten/diversity/Strategie_und_Zahlen/Gender%20Action%20Plan/ENG/Implementation%20GAP/UmsetzungGAP2020_ENG_final.pdf
https://ethz.ch/content/dam/ethz/associates/services/Anstellung-Arbeiten/diversity/Strategie_und_Zahlen/Gender%20Action%20Plan/GAP_2016.pdf
https://ethz.ch/content/dam/ethz/associates/services/Anstellung-Arbeiten/diversity/Strategie_und_Zahlen/Gender%20Action%20Plan/GAP_2016.pdf
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departments. Another notable result was the establishment of contact points/people for 
counselling in cases of discrimination or sexual harassment. 

• As the Dutch TU/e GEP was only introduced in 2021, evidence of impact is scarce so 
far. However, as several programmes promoting gender equality were running before 
the plan was introduced, there are some data that suggest significant positive outcomes. 
Some of the more noteworthy initiatives and actions are the Irène Curie Fellowship and 
the Dual Career Opportunity (1352). Launched by TU/e in 2019, the Irène Curie 
Fellowship (1353) aims to promote diversity in science by supporting women researchers. 
The programme has contributed to a rapid increase in the share of women among 
associate professors at TU/e, reaching a ratio of 65 women to 35 men in 2022, according 
to data provided by stakeholders during interviews. The fellowship offers a 5-year tenure-
track position, significant start-up resources, mentorship and training opportunities and 
accommodates flexible schedules and family-friendly initiatives. The ultimate goal is to 
achieve 30 % representation of women in TU/e’s permanent academic staff by 
2024 (1354). In addition, the gender composition of the university has become a recurring 
topic, discussed twice a year by the University Consultative Council. The fellowship was 
first introduced in 2019 to attract and retain female talent and, according to the LNVH, 
has contributed to progress on the share of women among associate professors (1355). 
Finally, between 2010 and 2012, TU/e participated in the FP7 SIS project SED (1356). The 
objectives of the project were to understand the interrelations between diversity and 
science and to develop guidelines for interventions improving science education and 
diversity (1357). It is, however, unclear whether participation in the project and the 
knowledge produced as a result affected the implementation of specific gender equality 
measures. Nevertheless, according to the most recent Women Professors Monitor 
report (1358), TU/e has made significant progress on several indicators. In order to ‘fix the 
numbers’, TU/e proposed the introduction of a range of measures targeting both staff 
and students between 2021 and 2025. Some of the measures, such as targets for 
recruitment or the use of gender-neutral language in vacancy offers, aim to achieve more 
diverse recruitment. Some measures focus on staff retention and advancement and 
others are designed to enhance visibility and aim to reform any structural and cultural 
processes that sustain gender inequality. These measures are designed for both staff 
and students. Measures designed for staff include creating more transparent career 
advancement systems, strengthening equality-related values among leadership, 
ensuring social safety and changing employment conditions to facilitate combining work 
with caring responsibilities. Finally, the last group of measures is designed to make 
knowledge and the process of knowledge production more inclusive and diverse. 

• The ITU GEP was developed as part of the Horizon 2020 project EELISA strategy (2021–
2024). This initiative, critical for bolstering the connections between the European 
education area and the ERA, is part of the broader EELISA effort, which is jointly funded 
through the corresponding programme to support education, training, young people and 

 

(1352) TU/e (2020), Dual Career Opportunity, Eindhoven (https://assets.tue.nl/fileadmin/content/werkenbij/Dual 
Career brochure DEF.pdf); TU/e (2021), TU/e Gender Equality Plan, Eindhoven (https://www.tue.nl/en/our-
university/about-the-university/diversity-and-inclusion/tue-gender-equality-plan/). 

(1353) TU/e (n.d.), ‘Irène Curie Program’ (https://www.tue.nl/en/working-at-tue/scientific-staff/irene-curie-fellowship/). 
(1354) LNVH (2021), Women Professors Monitor 2021, Utrecht 

(https://www.lnvh.nl/uploads/moxiemanager/LNVH_monitor2021_ENGLISH.pdf). 
(1355) Ibid. 
(1356) European Commission (n.d.), ‘Science education for diversity’ (https://cordis.europa.eu/project/id/244717). 
(1357) For a detailed description of the project, see European Commission (n.d.), ‘Science education for diversity’ 

(https://cordis.europa.eu/project/id/244717). 
(1358) LNVH (2021), Women Professors Monitor 2021, Utrecht 

(https://www.lnvh.nl/uploads/moxiemanager/LNVH_monitor2021_ENGLISH.pdf). 

https://assets.tue.nl/fileadmin/content/werkenbij/Dual%20Career%20brochure%20DEF.pdf
https://assets.tue.nl/fileadmin/content/werkenbij/Dual%20Career%20brochure%20DEF.pdf
https://www.tue.nl/en/our-university/about-the-university/diversity-and-inclusion/tue-gender-equality-plan/
https://www.tue.nl/en/our-university/about-the-university/diversity-and-inclusion/tue-gender-equality-plan/
https://www.tue.nl/en/working-at-tue/scientific-staff/irene-curie-fellowship/
https://www.lnvh.nl/uploads/moxiemanager/LNVH_monitor2021_ENGLISH.pdf
https://cordis.europa.eu/project/id/244717
https://cordis.europa.eu/project/id/244717
https://www.lnvh.nl/uploads/moxiemanager/LNVH_monitor2021_ENGLISH.pdf
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sport in Europe and the Horizon 2020 programme. Over the past few years, the ITU has 
participated in numerous EU-funded initiatives promoting gender equality, gender 
research and support for women in technical disciplines, thereby cementing gender-
related issues as an integral part of the ITU’s agenda. However, while the ITU’s 
involvement in these programmes is significant, the direct influence of these initiatives 
on the implementation of GEPs is complex and unclear. In addition, the impact of these 
programmes on the ITU’s policies and management practices remains indistinct. 
Examples of ITU participation include the ITU-led work package 7 in the FESTA 
project (1359), focusing on resistance to gender equality initiatives. The ITU designed and 
analysed logbooks recording resistance incidents across all partner institutions and 
facilitated discussion sessions to reflect on these experiences (1360). It is coordinating 
work package 5 ‘Link between education, research & innovation’ of the EELISA 
innovation and common research strategy (1361), tackling the structure and core of the 
EELISA research and education plan, including the identification of challenges and 
approaches that will foster the link between education and research (1362). ITU also 
participated in SAGE (1363) through its cooperation with Kadir Has University and was a 
participant in the SHEMERA) project (1364). While it is too early to speak about good 
practices implemented as part of the current GEP, ITU has experience in implementing 
gender-equality-promoting initiatives, such as setting up the discussion and awareness 
platform with ITU Engineering Faculty graduates who are now chief executive officers 
ranking among Türkiye’s ‘Most powerful women CEOs’ (1365) or bringing the gender 
perspective to architecture and the design of space, which is a topic that is being 
discussed at conferences and thematic events. 

• The HE STEM programme was a cross-university 3-year initiative (2009–2012) (1366) 
that followed institutional commitments to diversity and equality at the University of 
Birmingham. The programme co-ordinated its activities across six geographical 
regions – represented by the University of Bath, University of Birmingham, University of 
Bradford, Manchester Metropolitan University, University of Southampton and Swansea 
University – and collaborated with four professional body partners: the Institute of 

 

(1359) FESTA was an EU-funded initiative (FP7 SIS) that ran from 2012 to 2017. Its aim was to promote gender 
equality in science and technology fields within academic institutions. The project used various tools, including 
GAPs and gender-aware leadership strategies, to create a more inclusive and productive academic culture. 
FESTA involved multiple European research institutions and aimed to share its findings and best practices with 
other organisations. ITU was a FESTA project partner (http://resge.eu/). 

(1360) FESTA (2017), Final Evaluation Report, Trento (https://cordis.europa.eu/docs/results/287/287526/final1-
gherardi-final-evaluation-report.pdf). 

(1361) The Eelisa innovation and common research strategy is the R&I wing of Eelisa. It is funded by the EU’s 
Horizon 2020 R&I programme, and aims to improve the R&I dimension of Eelisa, which comprises nine 
European technology universities. It focuses on finding shared solutions to societal and global issues by 
fostering cross-sector dialogue, supporting international R&I formations and promoting open science 
irrespective of gender, sector or subject. As the project is still ongoing, its impact remains to be determined 
(https://eelisa.eu/eelisa-innocore/). 

(1362) Eelisa (n.d.), ‘Governance and structure’ (https://eelisa.eu/governance-and-structure/). 
(1363) SAGE is a project under the EU’s Horizon 2020 R&I programme. Launched in 2016, it aimed to promote 

gender equality in research and higher education by implementing GEPs at seven universities. The project, 
which ended in 2019, focused on addressing institutional practices causing inequality, and its principles 
continue to guide various institutions across Europe (https://www.sage-growingequality.eu/). 

(1364) The Shemera project (funded through FP7 SIS) aimed to provide state-of-the-art description of, data collection 
on and relevant comparative analysis of gender and science in all the Mediterranean countries, focusing on 
three key themes: statistics on women in science, gender equality policies, and research on gender 
inequalities in science careers (https://cordis.europa.eu/project/id/266633). 

(1365) https://haberler.itu.edu.tr/en/newsdetail/2020/11/24/istanbul-technical-university-graduate-most-powerful-
women-ceo-s-shared-their-experiences. 

(1366) https://www.birmingham.ac.uk/university/colleges/eps/stem/national-he-stem-programme/national-he-stem-
programme.aspx. 

http://resge.eu/
https://cordis.europa.eu/docs/results/287/287526/final1-gherardi-final-evaluation-report.pdf
https://cordis.europa.eu/docs/results/287/287526/final1-gherardi-final-evaluation-report.pdf
https://eelisa.eu/eelisa-innocore/
https://eelisa.eu/governance-and-structure/
https://www.sage-growingequality.eu/
https://cordis.europa.eu/project/id/266633
https://haberler.itu.edu.tr/en/newsdetail/2020/11/24/istanbul-technical-university-graduate-most-powerful-women-ceo-s-shared-their-experiences
https://haberler.itu.edu.tr/en/newsdetail/2020/11/24/istanbul-technical-university-graduate-most-powerful-women-ceo-s-shared-their-experiences
https://www.birmingham.ac.uk/university/colleges/eps/stem/national-he-stem-programme/national-he-stem-programme.aspx
https://www.birmingham.ac.uk/university/colleges/eps/stem/national-he-stem-programme/national-he-stem-programme.aspx
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Mathematics and its Applications, the Institute of Physics, the Royal Academy of 
Engineering and the Royal Society of Chemistry. It was funded by the Higher Education 
Funding Councils for England and Wales. The institutional commitments were formulated 
under a dedicated focus area (‘professional development: gender and diversity’). The HE 
STEM programme provided the member HEIs with access to training and workshops on 
gender and diversity awareness (e.g. the Women in Physics Workshop), mapped good 
practices in the field of gender awareness (including the development of a practice 
transfer adoption scheme) and attracted more women into STEM events (e.g. the girls-
only STEM event) (1367). The programme encouraged inclusive curricula development 
and subject-tailored activities to attract more students (including from under-represented 
groups) into specific fields (i.e. the chemistry for future programme, the London 
engineering programme and the more maths programme). An outreach guide and 
transition and retention guides have also been developed. The programme’s final report 
noted that, during the implementation of the programme, about 30 universities put in 
place diversity and equality measures and activities. Some of the universities applied the 
Athena SWAN Charter, although it is not clear whether this is a direct result of the HE 
STEM programme (1368). The final report also noted that many universities 
institutionalised gender-focused activities that were implemented during the programme 
cycle (training, workshops, awareness events), applied and obtained funding for their 
implementation and put in place women-only cohort approaches (i.e. Solent University). 
The Summative Evaluation of the National HE STEM Programme concluded that the 
cumulative measures of the programme increased the participation of women in STEM 
across several educational levels in some of the HEI beneficiaries (1369). 

11.5.6. Useful institutional-level indicators to measure the state of play and 
progress on gender equality 

Table 33 was drafted based on the GEPs of each of the institutions selected and the 
indicators that were presented in the monitoring and evaluation chapter of each GEP. For 
some GEPs, further disaggregation of indicators is also available (e.g. percentage of ethnic 
and racial minority staff, percentage of staff disclosing their disability status, sexual 
orientation, religion or belief). 

Table 33. Monitoring and evaluation indicators from individual GEPs 

University / research centre Indicators 

ISTA • Share of women and men by employee groups in the 

field of science (a) 

• Share of women and men by job families and groups 
in the administration 

• Share of women and men in leadership positions 

• Share of women and men in decision-making bodies, 
such as recruitment or promotion boards 

 

(1367) Grove, M. (2013), National HE STEM Programme – Final report, Birmingham 
(https://www.birmingham.ac.uk/Documents/college-eps/college/stem/national-he-stem-programme-final-
report.pdf). 

(1368) Ibid. 
(1369) CFE (2013), Summative Evaluation of the National HE STEM Programme, Leicester 

(https://www.birmingham.ac.uk/Documents/college-eps/college/stem/Summative-evaluation-national-he-stem-
programme.pdf). 

https://www.birmingham.ac.uk/Documents/college-eps/college/stem/national-he-stem-programme-final-report.pdf
https://www.birmingham.ac.uk/Documents/college-eps/college/stem/national-he-stem-programme-final-report.pdf
https://www.birmingham.ac.uk/Documents/college-eps/college/stem/Summative-evaluation-national-he-stem-programme.pdf
https://www.birmingham.ac.uk/Documents/college-eps/college/stem/Summative-evaluation-national-he-stem-programme.pdf
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• Share of women and men applying for positions, 
receiving a position offer and accepting an offer 

• Share of women and men taking care leave 

• Share of women and men working part-time versus 
full-time 

• Share of women and men taking educational leave 

• Share of women and men taking scientific leave 

• Share of women and men participating in career 
development training 

• Share of women and men leaving the organisation 

ETH Zürich • Set of indicators on students’ gender ratio 

• Set of indicators on doctoral candidates’ gender ratio 

• Set of indicators on professorships’ gender ratio 

• Appointment procedure and new appointments 

• Set of indicators on technical and administrative 
personnel and apprentice students’ gender ratio 

• Set of indicators on top management positions’ gender 
ratio 

TU/e • Fixing numbers (numbers and percentages of, for 
example, women in scientific staff, women in higher 
positions, women in support staff and student 
distribution by gender, distribution of diplomas by 
gender, etc.) 

• Numbers and percentages of women who won grants 
or prizes or obtained research funding 

• Employee Satisfaction Survey indicators (examples – 
work in progress): pressure/work stress, work 
experience, workload, work involvement/engagement, 
work happiness, internal support, sustainable 
employability, diversity, inclusion and social safety 

ITU • A balanced distribution of genders in all the 
departments and units 

• A balanced distribution of genders in all high-level 
positions 

• A balanced distribution of genders in all academic 
positions 

• Number of students and staff aware of the measures 
against sexual harassment and discrimination 

• Number of internal and external funding applications 
by women researchers 

• Commitment to the policy of the gender perspective in 
research as an official document 

• Number of academics completing the introductory 
course that introduced the gender perspective into 
research 

• Number of students who enrolled in the master’s 
programme in gender studies 

• Development of evidence-based institutional gender 
equality policies based on gender-disaggregated data 
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University of Birmingham • Percentage of women professors 

• Percentage of black, Asian and minority ethnic staff at 
each grade (in professional services and academic 
roles) 

• Percentage of staff disclosing information on their 
disability status, gender identity, sexual orientation and 
religion or belief 

• Access and participation plan targets 

(a) The exact term used in the ISTA GEP, p. 13. 

11.5.7. Main challenges, barriers and gaps hindering institutions and 
policymakers in advancing gender equality plans 

A number of common challenges, barriers and gaps hindering institutions and policymakers 
in advancing GEPs were identified through the desk research and key stakeholder interviews. 
Some are more general challenges, while others are STEM-specific challenges. 

11.5.7.1. General challenges 

• One joint challenge is the accountability that should accompany the implementation of a 
GEP. While it is understood that the non-implementation of a GEP can lead to the 
cessation of funding based on the Horizon Europe requirements, a joint challenge that 
has emerged is the nuanced understanding and accountability that should accompany 
GEP implementation. During interviews, it was highlighted that more pressure from the 
EU, beyond funding stipulations, could bolster the successful execution of GEPs. 
Moreover, clear statements of the repercussions, potentially including funding reduction 
or suspension, if GEPs are not implemented must be included within national legislation, 
policies and requirements. Public recognition, facilitated through an accreditation 
structure (an official process for recognising educational institutions that meet certain 
quality standards), was identified as a significant motivator for institutions to demonstrate 
positive performance in terms of gender equality. For instance, the Swiss Federal Act on 
Funding and Coordination of the Higher Education Sector sets gender equality as one of 
the criteria for accrediting HEIs, thereby exemplifying how legal frameworks can compel 
institutions to prioritise this issue. 

• Accountability also seems to have a ‘gender dimension’ in itself: the stakeholders 
consulted revealed that GEP development was initiated and led mainly by women 
professors and members of faculty management. The risk of women being engaged 
more than men in the implementation of GEPs was highlighted by the interviewees. In 
this context, developing and implementing a GEP in areas in which women are under-
represented (mathematics, some computer science areas) is difficult if men are not 
involved. More measures to motivate men to be part of these processes are needed. 

• Understanding of the main terms used in gender equality work and in GEPs, a lack of a 
common definition of gender and diversity and a lack of understanding of the different 
phenomena, such as harassment or mobbing (pointed out at the institutional level by an 
interviewee), were also considered challenges in some cases. A lack of data available to 
use in developing benchmarks and monitoring frameworks was also highlighted. 

• Gathering enough data to monitor GEP progress is also expected to be a challenge, 
mainly in the area of actual impact, qualitative changes and diversity monitoring. 
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• Another significant challenge is the budgeting and allocation of financial resources for 
gender equality initiatives. While funds are often set aside, the actual allocation is 
frequently deferred to the subsequent financial year, which can delay the implementation 
of these initiatives. 

11.5.7.2. STEM-specific challenges 

• Among the main challenges of developing a GEP in a STEM context was difficulty 
engaging scientists to participate and commit to the process. This was due to their lack 
of understanding of its necessity and a reported lack of time, resources and guidance. 
One solution to this, mentioned during an interview, is to involve the leaders in each field 
(renowned scientists) as gender and diversity ambassadors so that peers relate to and 
become interested in the topic. 

• When asked about the most difficult parts of future GEP implementation, interviewees 
highlighted the small pool of researchers from which specialised institutes can recruit 
and difficulties in bringing men on board and in bringing gender into focus in certain 
research areas (e.g. IT, mathematics and physics). Mentoring programmes are also 
difficult to put in place owing to limitations in existing human and financial resources. 

• The importance of putting GEP development and implementation into a relevant 
perspective for each entity was also highlighted as a challenge. For example, ISTA lacks 
the comparative data and resources to truly understand how it performs on gender issues 
due to the nature of the organisation and the subjects being researched, which are not 
gender-related issues. 

• Another challenge is finding good trainers and training materials (in the national 
language) suited for gender in science and on particular topics as stipulated in GEPs. 
The development of a joint STEM platform through which all interested parties could 
share and use resources was mentioned as a potential solution to this issue. It was also 
noted that these resources need to take into account contexts and country specificities, 
such as laws, regulations, culture and behaviour. It is noted that such initiatives exist. 
For example, the Horizon 2020 project GE Academy (1370) produced material that can 
still be accessed on the project’s website. In addition, the European Commission 
delivered national training to help countries with the GEP requirement in Horizon Europe. 
One of the key challenges in STEM fields appears to be understanding what strategies 
are effective in promoting equality in a specific scientific setting. The interviews 
suggested that, while there is increased recognition of the importance of equal 
opportunities at the institutional and political levels, there is a lack of comprehensive 
knowledge, nuanced data and practical solutions. This gap extends beyond basic binary 
gender data, indicating a need for more detailed insights and targeted strategies for 
enhancing equality in these environments. The interviewees acknowledged progress on 
increasing the number of women in STEM fields, but they highlighted that the crucial 
challenge now is to initiate qualitative change. This means having more women in STEM 
and improving the opportunities, conditions and attitudes towards women in these fields, 
thereby achieving meaningful and lasting change. 

 

 

(1370) https://ge-academy.eu/. 

https://ge-academy.eu/
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11.5.8. Conclusions 

Three of the institutions examined in this case study (ISTA, ETH Zürich and the University of 
Birmingham) developed their GEPs in a country context where this process is mandatory and 
dedicated national-level funding is available. The main driver for the other two institutions 
(TU/e and ITU) was the fulfilment of the requirements of the Horizon Europe framework 
programme. Overall, it should be noted that gender equality was on the agenda of these five 
institutions long before their GEPs were drafted. It is apparent that deploying GEPs in STEM 
institutions has successfully brought together pre-existing measures into an organised 
strategy with a clear timeline and monitoring framework. As GEPs are still a relatively novel 
concept in the institutions examined, there is room for continued development and 
refinement. Reflecting the ERA’s policy context, which advocates for inclusive GEPs adopting 
an intersectional approach, there is a need to broaden the scope of these GEPs. This 
involves incorporating broader aspects of diversity, such as race, ethnicity, age and 
socioeconomic status, in addition to gender. This expansion would ensure a more inclusive 
approach to equality that aligns with the forward-thinking vision of the ERA. 

Most of the GEPs investigated in this case study are relatively recent, making it premature to 
thoroughly assess their impact on gender equality at the institutional and national levels. ETH 
Zürich is an exception in this context. The institution introduced its first GEP in 2014, giving it 
a more extended period of implementation and evaluation. Over the years, ETH Zürich’s GEP 
has evolved and progressed, with a clear focus on career development for women and 
initiatives for girls during the 2018–2020 evaluation period. Many departments within the 
university concentrated their efforts on mentoring, fostering women’s associations and 
supporting diversity groups, thus demonstrating a commitment to gender equality beyond 
mere policy. It is worth noting that ETH Zürich’s departments displayed a distinct 
consciousness of issues of discrimination and stereotypes during this period. Training 
courses on handling stereotypes were offered, marking an important step towards creating a 
more inclusive and understanding environment. 

Fewer measures, however, focused on work/study/family balance or sexual harassment, 
suggesting that these are areas where future GEP iterations could concentrate more 
attention. This focus on tailoring measures to meet the needs of different groups within their 
domains reflects the ongoing evolution of the GEP and a nuanced understanding of the 
intersectionality within gender equality issues. At the same time, the process of drafting the 
GEP seems to have created more awareness of the subject at the level of the institution, 
created more understanding of some of the phenomena referred to in the GEP (harassment, 
mobbing), revealed the need to gather new data and created new structures and procedures 
at the institutional level. While drafting the GEP has contributed to a better understanding of 
equality, the interviews carried out for this study revealed that the critical factors for 
successful implementation of GEPs are related to commitment at the level of the faculty 
to implement the GEP and keep gender equality on the agenda, including the allocation of 
funding, peer pressure and personal commitment. One of the main challenges in the 
successful implementation of GEPs is a lack of accountability for poor implementation, as 
well as a lack of data and a lack of knowledge and examples of how to tackle specific 
issues. 

The STEM fields appear to create an additional layer of difficulty for promoting gender 
equality. For example, involving hard scientists in gender-promoting activities seems 
problematic, and gender parity in science is also hard to achieve in some areas (IT, 
mathematics, physics). Therefore, it would appear that solutions that generally work 
elsewhere seem to have a limited impact in a STEM environment, where people seem more 
rigid in refusing to accept external solutions. Furthermore, gender equality issues addressed 
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in STEM seem to have more of a quantitative nature – for example, increasing the number 
of women in different areas – than a qualitative one – for example, improving working 
conditions for women. It is also crucial to underline the importance of integrating the gender 
dimension into not only the structure of STEM R&I institutions but also the context of STEM 
R&I itself. This is evident from the data collected and is crucial for ensuring equitable 
representation and inclusiveness in these fields. The EU recognises the necessity of 
specifically addressing STEM fields in its current Horizon Europe Widera work programme 
(Enhancing the European R&I system) (1371). In addition, the EU has recently published a 
factsheet entitled EU Support to Strengthen Gender Equality in STEM (1372), which 
underscores many supporting policies and initiatives aiming to promote gender equality in 
STEM fields.  

 

(1371) The ‘Enhancing the European R&I system’ call (HORIZON-WIDERA-2023-ERA-01) anticipates projects that 
will establish shared principles and a joint commitment to gender-inclusive STE(A)M education, research and 
innovation among diverse R&I actors in Member States and associated countries. The call aims to form a 
network of STEM-oriented entities to support knowledge sharing, mutual learning and structural change to 
ensure gender equality and diversity. It also seeks to enhance cooperation among academia, the private 
sector and national administrations to boost the participation of women and girls in STEM studies and careers 
through a STE(A)M approach (https://ec.europa.eu/info/funding-
tenders/opportunities/portal/screen/opportunities/topic-details/horizon-widera-2023-era-01-10). 

(1372) European Commission, DG Research and Innovation (2023), EU Support to Strengthen Gender Equality in 
STEM, Publications Office of the European Union, Luxembourg (https://op.europa.eu/en/publication-detail/-
/publication/d5caa77b-a833-11ed-b508-01aa75ed71a1/language-en/format-PDF/source-280296996). 

https://ec.europa.eu/info/funding-tenders/opportunities/portal/screen/opportunities/topic-details/horizon-widera-2023-era-01-10
https://ec.europa.eu/info/funding-tenders/opportunities/portal/screen/opportunities/topic-details/horizon-widera-2023-era-01-10
https://op.europa.eu/en/publication-detail/-/publication/d5caa77b-a833-11ed-b508-01aa75ed71a1/language-en/format-PDF/source-280296996
https://op.europa.eu/en/publication-detail/-/publication/d5caa77b-a833-11ed-b508-01aa75ed71a1/language-en/format-PDF/source-280296996
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11.5.9.2. Annex 2: Formal gender equality plan documents and annual reports from institutions 

Table 34. Formal GEP publications by the institutions covered in this case study 

No Country Institution Document name Hyperlink to 
website 

Hyperlink to document 

1 Austria ISTA Gender Equality Plan 
v1.0 2022–2026 

https://ist.ac.at/en/instit
ute/edi/ 

https://ist.ac.at/wp-
content/uploads/2022/06/20220531_GEP-
V1.0-2022-2026.pdf 

2 Netherlands TU/e TU/e Gender Equality 
Plan 

https://www.tue.nl/en/o
ur-university/about-the-
university/diversity-
and-inclusion/tue-
gender-equality-plan 

https://assets.w3.tue.nl/w/fileadmin/content/O
ur_University/About%20our%20university/Pu
blications/Gender%20Equality%20Plan%202
3%20september%202021.pdf 

3 Switzerland ETH Zürich Gender Action Plan  https://ethz.ch/content/dam/ethz/associates/s
ervices/Anstellung-
Arbeiten/chancengleichheit/Strategie_und_Z
ahlen/Gender%20Action%20Plan/ENG/Gend
er_Action_Plan_e_08_14.pdf 

4 United 
Kingdom 

University 
of 
Birmingham 

Equality Diversity and 
Inclusion Scheme 
2021–24 

https://www.birmingha
m.ac.uk/university/abo
ut/equality/index.aspx 

https://www.birmingham.ac.uk/Documents/un
iversity/equality-scheme.pdf 

 United 
Kingdom 

University 
of 
Birmingham 

Equality of Opportunity 
Policy 

https://www.ucb.ac.uk/
about-us/equality-of-
opportunity/ 

https://www.ucb.ac.uk/media/acybyfeu/equali
ty-of-opportunity-policy.pdf 

 United 
Kingdom 

University 
of 
Birmingham 

Equal Opportunities 
Code of Practice – 
Grievance procedure 
(discrimination, 
harassment, bullying 
and victimisation) 

https://www.ucb.ac.uk/
about-us/equality-of-
opportunity/ 

https://www.ucb.ac.uk/media/sr5bptrw/equal-
opportunities-code-of-practice-grievance-
procedure.pdf 

https://ist.ac.at/en/institute/edi/
https://ist.ac.at/en/institute/edi/
https://ist.ac.at/wp-content/uploads/2022/06/20220531_GEP-V1.0-2022-2026.pdf
https://ist.ac.at/wp-content/uploads/2022/06/20220531_GEP-V1.0-2022-2026.pdf
https://ist.ac.at/wp-content/uploads/2022/06/20220531_GEP-V1.0-2022-2026.pdf
https://www.tue.nl/en/our-university/about-the-university/diversity-and-inclusion/tue-gender-equality-plan
https://www.tue.nl/en/our-university/about-the-university/diversity-and-inclusion/tue-gender-equality-plan
https://www.tue.nl/en/our-university/about-the-university/diversity-and-inclusion/tue-gender-equality-plan
https://www.tue.nl/en/our-university/about-the-university/diversity-and-inclusion/tue-gender-equality-plan
https://www.tue.nl/en/our-university/about-the-university/diversity-and-inclusion/tue-gender-equality-plan
https://assets.w3.tue.nl/w/fileadmin/content/Our_University/About%20our%20university/Publications/Gender%20Equality%20Plan%2023%20september%202021.pdf
https://assets.w3.tue.nl/w/fileadmin/content/Our_University/About%20our%20university/Publications/Gender%20Equality%20Plan%2023%20september%202021.pdf
https://assets.w3.tue.nl/w/fileadmin/content/Our_University/About%20our%20university/Publications/Gender%20Equality%20Plan%2023%20september%202021.pdf
https://assets.w3.tue.nl/w/fileadmin/content/Our_University/About%20our%20university/Publications/Gender%20Equality%20Plan%2023%20september%202021.pdf
https://ethz.ch/content/dam/ethz/associates/services/Anstellung-Arbeiten/chancengleichheit/Strategie_und_Zahlen/Gender%20Action%20Plan/ENG/Gender_Action_Plan_e_08_14.pdf
https://ethz.ch/content/dam/ethz/associates/services/Anstellung-Arbeiten/chancengleichheit/Strategie_und_Zahlen/Gender%20Action%20Plan/ENG/Gender_Action_Plan_e_08_14.pdf
https://ethz.ch/content/dam/ethz/associates/services/Anstellung-Arbeiten/chancengleichheit/Strategie_und_Zahlen/Gender%20Action%20Plan/ENG/Gender_Action_Plan_e_08_14.pdf
https://ethz.ch/content/dam/ethz/associates/services/Anstellung-Arbeiten/chancengleichheit/Strategie_und_Zahlen/Gender%20Action%20Plan/ENG/Gender_Action_Plan_e_08_14.pdf
https://ethz.ch/content/dam/ethz/associates/services/Anstellung-Arbeiten/chancengleichheit/Strategie_und_Zahlen/Gender%20Action%20Plan/ENG/Gender_Action_Plan_e_08_14.pdf
https://www.birmingham.ac.uk/university/about/equality/index.aspx
https://www.birmingham.ac.uk/university/about/equality/index.aspx
https://www.birmingham.ac.uk/university/about/equality/index.aspx
https://www.birmingham.ac.uk/Documents/university/equality-scheme.pdf
https://www.birmingham.ac.uk/Documents/university/equality-scheme.pdf
https://www.ucb.ac.uk/about-us/equality-of-opportunity/
https://www.ucb.ac.uk/about-us/equality-of-opportunity/
https://www.ucb.ac.uk/about-us/equality-of-opportunity/
https://www.ucb.ac.uk/media/acybyfeu/equality-of-opportunity-policy.pdf
https://www.ucb.ac.uk/media/acybyfeu/equality-of-opportunity-policy.pdf
https://www.ucb.ac.uk/about-us/equality-of-opportunity/
https://www.ucb.ac.uk/about-us/equality-of-opportunity/
https://www.ucb.ac.uk/about-us/equality-of-opportunity/
https://www.ucb.ac.uk/media/sr5bptrw/equal-opportunities-code-of-practice-grievance-procedure.pdf
https://www.ucb.ac.uk/media/sr5bptrw/equal-opportunities-code-of-practice-grievance-procedure.pdf
https://www.ucb.ac.uk/media/sr5bptrw/equal-opportunities-code-of-practice-grievance-procedure.pdf
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5 Türkiye ITU Gender Equality Plan / 
2021–2026 

https://sustainability.itu.
edu.tr/sustainability-
office/gender-equality-
plan 

https://sustainability.itu.edu.tr/docs/librariespr
ovider76/default-document-library/gender-
equality-plan.pdf 

  

https://sustainability.itu.edu.tr/sustainability-office/gender-equality-plan
https://sustainability.itu.edu.tr/sustainability-office/gender-equality-plan
https://sustainability.itu.edu.tr/sustainability-office/gender-equality-plan
https://sustainability.itu.edu.tr/sustainability-office/gender-equality-plan
https://sustainability.itu.edu.tr/docs/librariesprovider76/default-document-library/gender-equality-plan.pdf
https://sustainability.itu.edu.tr/docs/librariesprovider76/default-document-library/gender-equality-plan.pdf
https://sustainability.itu.edu.tr/docs/librariesprovider76/default-document-library/gender-equality-plan.pdf
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Table 35. Annual reports on indicators 

No Country Institution Document name Hyperlink to 
website 

Hyperlink to document 

1 Austria ISTA 2011 evaluation of the 
Institute of Science and 
Technology Austria 
(IST Austria) 

https://ist.ac.at/en/ho
me/  

https://ist.ac.at/wp-
content/uploads/2019/03/110512_EvalR
eportEnFINALWeb.pdf 

 Austria ISTA 2015 evaluation of the 
Institute of Science and 
Technology Austria 
(IST Austria) 

https://ist.ac.at/en/ho
me/  

https://ist.ac.at/wp-
content/uploads/2019/03/2015_EvalRep
ort_IST_Austria.pdf 

 Austria ISTA 2019 evaluation of the 
Institute of Science and 
Technology Austria 
(IST Austria) 

https://ist.ac.at/en/ho
me/  

https://ist.ac.at/wp-
content/uploads/2020/06/2019_Panel_E
valReport_ISTAustria_EN_DE.pdf 

2 Netherlands TU/e Jaarverslag 2020 https://www.tue.nl/en/
our-university/about-
the-
university/publication
s/ 

https://assets.w3.tue.nl/w/fileadmin/cont
ent/Our_University/About%20our%20un
iversity/Publications/TUE%20Annual%2
0review%202020%20%28in%20Dutch
%29.pdf 

 Netherlands TU/e Jaarverslag 2021 https://www.tue.nl/en/
our-university/about-
the-
university/publication
s/ 

https://assets.w3.tue.nl/w/fileadmin/cont
ent/Our_University/About%20our%20un
iversity/Publications/TUe_annual_revie
w_2021_in_Dutch.pdf 

3 Switzerland ETH Zürich 2009 Gender 
Monitoring – Report on 
the situation of equal 
opportunities for 
women and men in 
studies and science 

https://ethz.ch/staffne
t/en/employment-
and-work/working-
environment/diversity
/strategy-and-
numbers/equality-

https://ethz.ch/content/dam/ethz/associa
tes/services/Anstellung-
Arbeiten/diversity/Strategie_und_Zahlen
/monitoring-und-
studien/0910/0910_Gender_Monitoring_
ENG.pdf 

https://ist.ac.at/en/home/
https://ist.ac.at/en/home/
https://ist.ac.at/wp-content/uploads/2019/03/110512_EvalReportEnFINALWeb.pdf
https://ist.ac.at/wp-content/uploads/2019/03/110512_EvalReportEnFINALWeb.pdf
https://ist.ac.at/wp-content/uploads/2019/03/110512_EvalReportEnFINALWeb.pdf
https://ist.ac.at/en/home/
https://ist.ac.at/en/home/
https://ist.ac.at/wp-content/uploads/2019/03/2015_EvalReport_IST_Austria.pdf
https://ist.ac.at/wp-content/uploads/2019/03/2015_EvalReport_IST_Austria.pdf
https://ist.ac.at/wp-content/uploads/2019/03/2015_EvalReport_IST_Austria.pdf
https://ist.ac.at/en/home/
https://ist.ac.at/en/home/
https://ist.ac.at/wp-content/uploads/2020/06/2019_Panel_EvalReport_ISTAustria_EN_DE.pdf
https://ist.ac.at/wp-content/uploads/2020/06/2019_Panel_EvalReport_ISTAustria_EN_DE.pdf
https://ist.ac.at/wp-content/uploads/2020/06/2019_Panel_EvalReport_ISTAustria_EN_DE.pdf
https://www.tue.nl/en/our-university/about-the-university/publications/
https://www.tue.nl/en/our-university/about-the-university/publications/
https://www.tue.nl/en/our-university/about-the-university/publications/
https://www.tue.nl/en/our-university/about-the-university/publications/
https://www.tue.nl/en/our-university/about-the-university/publications/
https://assets.w3.tue.nl/w/fileadmin/content/Our_University/About%20our%20university/Publications/TUE%20Annual%20review%202020%20%28in%20Dutch%29.pdf
https://assets.w3.tue.nl/w/fileadmin/content/Our_University/About%20our%20university/Publications/TUE%20Annual%20review%202020%20%28in%20Dutch%29.pdf
https://assets.w3.tue.nl/w/fileadmin/content/Our_University/About%20our%20university/Publications/TUE%20Annual%20review%202020%20%28in%20Dutch%29.pdf
https://assets.w3.tue.nl/w/fileadmin/content/Our_University/About%20our%20university/Publications/TUE%20Annual%20review%202020%20%28in%20Dutch%29.pdf
https://assets.w3.tue.nl/w/fileadmin/content/Our_University/About%20our%20university/Publications/TUE%20Annual%20review%202020%20%28in%20Dutch%29.pdf
https://www.tue.nl/en/our-university/about-the-university/publications/
https://www.tue.nl/en/our-university/about-the-university/publications/
https://www.tue.nl/en/our-university/about-the-university/publications/
https://www.tue.nl/en/our-university/about-the-university/publications/
https://www.tue.nl/en/our-university/about-the-university/publications/
https://assets.w3.tue.nl/w/fileadmin/content/Our_University/About%20our%20university/Publications/TUe_annual_review_2021_in_Dutch.pdf
https://assets.w3.tue.nl/w/fileadmin/content/Our_University/About%20our%20university/Publications/TUe_annual_review_2021_in_Dutch.pdf
https://assets.w3.tue.nl/w/fileadmin/content/Our_University/About%20our%20university/Publications/TUe_annual_review_2021_in_Dutch.pdf
https://assets.w3.tue.nl/w/fileadmin/content/Our_University/About%20our%20university/Publications/TUe_annual_review_2021_in_Dutch.pdf
https://ethz.ch/staffnet/en/employment-and-work/working-environment/diversity/strategy-and-numbers/equality-monitoring/archive.html
https://ethz.ch/staffnet/en/employment-and-work/working-environment/diversity/strategy-and-numbers/equality-monitoring/archive.html
https://ethz.ch/staffnet/en/employment-and-work/working-environment/diversity/strategy-and-numbers/equality-monitoring/archive.html
https://ethz.ch/staffnet/en/employment-and-work/working-environment/diversity/strategy-and-numbers/equality-monitoring/archive.html
https://ethz.ch/staffnet/en/employment-and-work/working-environment/diversity/strategy-and-numbers/equality-monitoring/archive.html
https://ethz.ch/staffnet/en/employment-and-work/working-environment/diversity/strategy-and-numbers/equality-monitoring/archive.html
https://ethz.ch/content/dam/ethz/associates/services/Anstellung-Arbeiten/diversity/Strategie_und_Zahlen/monitoring-und-studien/0910/0910_Gender_Monitoring_ENG.pdf
https://ethz.ch/content/dam/ethz/associates/services/Anstellung-Arbeiten/diversity/Strategie_und_Zahlen/monitoring-und-studien/0910/0910_Gender_Monitoring_ENG.pdf
https://ethz.ch/content/dam/ethz/associates/services/Anstellung-Arbeiten/diversity/Strategie_und_Zahlen/monitoring-und-studien/0910/0910_Gender_Monitoring_ENG.pdf
https://ethz.ch/content/dam/ethz/associates/services/Anstellung-Arbeiten/diversity/Strategie_und_Zahlen/monitoring-und-studien/0910/0910_Gender_Monitoring_ENG.pdf
https://ethz.ch/content/dam/ethz/associates/services/Anstellung-Arbeiten/diversity/Strategie_und_Zahlen/monitoring-und-studien/0910/0910_Gender_Monitoring_ENG.pdf
https://ethz.ch/content/dam/ethz/associates/services/Anstellung-Arbeiten/diversity/Strategie_und_Zahlen/monitoring-und-studien/0910/0910_Gender_Monitoring_ENG.pdf
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monitoring/archive.ht
ml 

 Switzerland ETH Zürich 2010/11 Gender 
Monitoring – Report on 
the situation of equal 
opportunities for 
women and men in 
studies and science 

https://ethz.ch/staffne
t/en/employment-
and-work/working-
environment/diversity
/strategy-and-
numbers/equality-
monitoring/archive.ht
ml 

https://ethz.ch/content/dam/ethz/associa
tes/services/Anstellung-
Arbeiten/diversity/Strategie_und_Zahlen
/monitoring-und-
studien/1011/1011_Gender_Monitoring_
ENG.pdf 

 Switzerland ETH Zürich Gender Monitoring 
2011/12 – Report on 
the situation of equal 
opportunities for 
women and men in 
studies and science 

https://ethz.ch/staffne
t/en/employment-
and-work/working-
environment/diversity
/strategy-and-
numbers/equality-
monitoring/archive.ht
ml 

https://ethz.ch/content/dam/ethz/associa
tes/services/Anstellung-
Arbeiten/diversity/Strategie_und_Zahlen
/monitoring-und-
studien/1112/1112_Gender_Monitoring_
ENG.pdf 

 Switzerland ETH Zürich Gender Monitoring 
2012/13 – Report on 
the situation of equal 
opportunities for 
women and men in 
studies and science 

https://ethz.ch/staffne
t/en/employment-
and-work/working-
environment/diversity
/strategy-and-
numbers/equality-
monitoring/archive.ht
ml 

https://ethz.ch/content/dam/ethz/associa
tes/services/Anstellung-
Arbeiten/diversity/Strategie_und_Zahlen
/monitoring-und-
studien/1213/1213_Gender_Monitoring_
ENG.pdf 

 Switzerland ETH Zürich Gender Monitoring 
2013/14 – Report on 
the situation of equal 
opportunities for 
women and men in 
studies and science 

https://ethz.ch/staffne
t/en/employment-
and-work/working-
environment/diversity
/strategy-and-
numbers/equality-
monitoring/archive.ht
ml 

https://ethz.ch/content/dam/ethz/associa
tes/services/Anstellung-
Arbeiten/diversity/Strategie_und_Zahlen
/monitoring-und-
studien/1314/PUB_141119_Gender_Mo
nitoring_total2013_final_eng_pdfVersion
.pdf 

 Switzerland ETH Zürich Gender Monitoring 
2014/15 – Report on 
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t/en/employment-
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the situation of equal 
opportunities for 
women and men in 
studies and science 

and-work/working-
environment/diversity
/strategy-and-
numbers/equality-
monitoring/archive.ht
ml 

Arbeiten/diversity/Strategie_und_Zahlen
/monitoring-und-
studien/1415/PUB_151126_Gender_Mo
nitoring_total2014_en_PDFVersion.pdf 

 Switzerland ETH Zürich Gender Monitoring 
2015/16 – Report on 
the situation of equal 
opportunities for 
women and men in 
studies and science 

https://ethz.ch/staffne
t/en/employment-
and-work/working-
environment/diversity
/strategy-and-
numbers/equality-
monitoring/archive.ht
ml 

https://ethz.ch/content/dam/ethz/associa
tes/services/Anstellung-
Arbeiten/diversity/Strategie_und_Zahlen
/monitoring-und-
studien/1516/PUB_160111_Gender_Mo
nitoring_total2015_ENG_def.pdf 

 Switzerland ETH Zürich Gender Monitoring 
2016/17 – Report on 
the gender balance 
between women and 
men in studies and 
research at ETH Zurich 

https://ethz.ch/staffne
t/en/employment-
and-work/working-
environment/diversity
/strategy-and-
numbers/equality-
monitoring/archive.ht
ml 

https://ethz.ch/content/dam/ethz/associa
tes/services/Anstellung-
Arbeiten/diversity/Strategie_und_Zahlen
/monitoring-und-
studien/1617/Gender_Monitoring_Repor
t-2016_17_eng.pdf 

 Switzerland ETH Zürich Gender Monitoring 
2017/18 – Report on 
the gender balance 
between women and 
men in studies and 
research at ETH Zurich 

https://ethz.ch/staffne
t/en/employment-
and-work/working-
environment/diversity
/strategy-and-
numbers/equality-
monitoring/archive.ht
ml 

https://ethz.ch/content/dam/ethz/associa
tes/services/Anstellung-
Arbeiten/diversity/Strategie_und_Zahlen
/monitoring-und-
studien/1718/PUB_181015_Gender_Mo
nitoring_total2017_ENG.pdf 

 Switzerland ETH Zürich Gender Monitoring 
2018/19 – Report on 
the gender balance 
between women and 
men in studies and 
research at ETH Zurich 

https://ethz.ch/staffne
t/en/employment-
and-work/working-
environment/diversity
/strategy-and-
numbers/equality-

https://ethz.ch/content/dam/ethz/associa
tes/services/Anstellung-
Arbeiten/diversity/Strategie_und_Zahlen
/monitoring-und-
studien/1819/PUB_191015_Gender_Mo
nitoring_2018_Englisch.pdf 
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monitoring/archive.ht
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 Switzerland ETH Zürich Equality Monitoring 
2019/2020 –Report on 
the situation of equality 
and diversity in studies 
and research at ETH 
Zurich 

https://ethz.ch/staffne
t/en/employment-
and-work/working-
environment/diversity
/strategy-and-
numbers/equality-
monitoring/archive.ht
ml 

https://ethz.ch/content/dam/ethz/associa
tes/services/Anstellung-
Arbeiten/diversity/Strategie_und_Zahlen
/monitoring-und-studien/2019-
2020/Equality_Monitoring_general_repo
rt19-20_engl.pdf 

 Switzerland ETH Zürich ‘Equality monitoring 
2020’ 

https://ethz.ch/staffne
t/en/employment-
and-work/working-
environment/diversity
/strategy-and-
numbers/equality-
monitoring/archive/20
20.html 

 

 Switzerland ETH Zürich ‘Equality monitoring 
2021’ 

https://ethz.ch/staffne
t/en/employment-
and-work/working-
environment/diversity
/strategy-and-
numbers/equality-
monitoring/archive.ht
ml 

 

 Switzerland ETH Zürich ‘Equality monitoring 
2022’ 

https://ethz.ch/staffne
t/en/employment-
and-work/working-
environment/diversity
/strategy-and-
numbers/equality-
monitoring/archive.ht
ml 

 

https://ethz.ch/staffnet/en/employment-and-work/working-environment/diversity/strategy-and-numbers/equality-monitoring/archive.html
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https://ethz.ch/staffnet/en/employment-and-work/working-environment/diversity/strategy-and-numbers/equality-monitoring/archive.html
https://ethz.ch/staffnet/en/employment-and-work/working-environment/diversity/strategy-and-numbers/equality-monitoring/archive.html
https://ethz.ch/staffnet/en/employment-and-work/working-environment/diversity/strategy-and-numbers/equality-monitoring/archive.html
https://ethz.ch/staffnet/en/employment-and-work/working-environment/diversity/strategy-and-numbers/equality-monitoring/archive.html
https://ethz.ch/staffnet/en/employment-and-work/working-environment/diversity/strategy-and-numbers/equality-monitoring/archive.html
https://ethz.ch/staffnet/en/employment-and-work/working-environment/diversity/strategy-and-numbers/equality-monitoring/archive.html
https://ethz.ch/staffnet/en/employment-and-work/working-environment/diversity/strategy-and-numbers/equality-monitoring/archive.html
https://ethz.ch/staffnet/en/employment-and-work/working-environment/diversity/strategy-and-numbers/equality-monitoring/archive.html
https://ethz.ch/content/dam/ethz/associates/services/Anstellung-Arbeiten/diversity/Strategie_und_Zahlen/monitoring-und-studien/2019-2020/Equality_Monitoring_general_report19-20_engl.pdf
https://ethz.ch/content/dam/ethz/associates/services/Anstellung-Arbeiten/diversity/Strategie_und_Zahlen/monitoring-und-studien/2019-2020/Equality_Monitoring_general_report19-20_engl.pdf
https://ethz.ch/content/dam/ethz/associates/services/Anstellung-Arbeiten/diversity/Strategie_und_Zahlen/monitoring-und-studien/2019-2020/Equality_Monitoring_general_report19-20_engl.pdf
https://ethz.ch/content/dam/ethz/associates/services/Anstellung-Arbeiten/diversity/Strategie_und_Zahlen/monitoring-und-studien/2019-2020/Equality_Monitoring_general_report19-20_engl.pdf
https://ethz.ch/content/dam/ethz/associates/services/Anstellung-Arbeiten/diversity/Strategie_und_Zahlen/monitoring-und-studien/2019-2020/Equality_Monitoring_general_report19-20_engl.pdf
https://ethz.ch/content/dam/ethz/associates/services/Anstellung-Arbeiten/diversity/Strategie_und_Zahlen/monitoring-und-studien/2019-2020/Equality_Monitoring_general_report19-20_engl.pdf
https://ethz.ch/staffnet/en/employment-and-work/working-environment/diversity/strategy-and-numbers/equality-monitoring/archive/2020.html
https://ethz.ch/staffnet/en/employment-and-work/working-environment/diversity/strategy-and-numbers/equality-monitoring/archive/2020.html
https://ethz.ch/staffnet/en/employment-and-work/working-environment/diversity/strategy-and-numbers/equality-monitoring/archive/2020.html
https://ethz.ch/staffnet/en/employment-and-work/working-environment/diversity/strategy-and-numbers/equality-monitoring/archive/2020.html
https://ethz.ch/staffnet/en/employment-and-work/working-environment/diversity/strategy-and-numbers/equality-monitoring/archive/2020.html
https://ethz.ch/staffnet/en/employment-and-work/working-environment/diversity/strategy-and-numbers/equality-monitoring/archive/2020.html
https://ethz.ch/staffnet/en/employment-and-work/working-environment/diversity/strategy-and-numbers/equality-monitoring/archive/2020.html
https://ethz.ch/staffnet/en/employment-and-work/working-environment/diversity/strategy-and-numbers/equality-monitoring/archive/2020.html
https://ethz.ch/staffnet/en/employment-and-work/working-environment/diversity/strategy-and-numbers/equality-monitoring/archive.html
https://ethz.ch/staffnet/en/employment-and-work/working-environment/diversity/strategy-and-numbers/equality-monitoring/archive.html
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https://ethz.ch/staffnet/en/employment-and-work/working-environment/diversity/strategy-and-numbers/equality-monitoring/archive.html
https://ethz.ch/staffnet/en/employment-and-work/working-environment/diversity/strategy-and-numbers/equality-monitoring/archive.html
https://ethz.ch/staffnet/en/employment-and-work/working-environment/diversity/strategy-and-numbers/equality-monitoring/archive.html
https://ethz.ch/staffnet/en/employment-and-work/working-environment/diversity/strategy-and-numbers/equality-monitoring/archive.html
https://ethz.ch/staffnet/en/employment-and-work/working-environment/diversity/strategy-and-numbers/equality-monitoring/archive.html
https://ethz.ch/staffnet/en/employment-and-work/working-environment/diversity/strategy-and-numbers/equality-monitoring/archive.html
https://ethz.ch/staffnet/en/employment-and-work/working-environment/diversity/strategy-and-numbers/equality-monitoring/archive.html
https://ethz.ch/staffnet/en/employment-and-work/working-environment/diversity/strategy-and-numbers/equality-monitoring/archive.html
https://ethz.ch/staffnet/en/employment-and-work/working-environment/diversity/strategy-and-numbers/equality-monitoring/archive.html
https://ethz.ch/staffnet/en/employment-and-work/working-environment/diversity/strategy-and-numbers/equality-monitoring/archive.html
https://ethz.ch/staffnet/en/employment-and-work/working-environment/diversity/strategy-and-numbers/equality-monitoring/archive.html
https://ethz.ch/staffnet/en/employment-and-work/working-environment/diversity/strategy-and-numbers/equality-monitoring/archive.html
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4 United 
Kingdom 

University of 
Birmingham 

Equality, Diversity and 
Inclusion Annual 
Report 2021 

https://intranet.birmin
gham.ac.uk/collabora
tion/equality/monitori
ng-and-
reporting/index.aspx 

https://view.officeapps.live.com/op/view.
aspx?src=https%3A%2F%2Fintranet.bir
mingham.ac.uk%2Fcollaboration%2Feq
uality%2Fdocuments%2Fannual-
report%2Fedi-annual-report-
2021.docx&wdOrigin=BROWSELINK 

5 Türkiye ITU İstanbul Teknik 
Üniversitesi Faaliyet 
Raporu 2021 

https://www.itu.edu.tr
/en/  

https://www.itu.edu.tr/docs/librariesprovi
der2/duyurular/itu_2021_yili_faaliyet_ra
poru.pdf?sfvrsn=9e099ccc_4 

https://intranet.birmingham.ac.uk/collaboration/equality/monitoring-and-reporting/index.aspx
https://intranet.birmingham.ac.uk/collaboration/equality/monitoring-and-reporting/index.aspx
https://intranet.birmingham.ac.uk/collaboration/equality/monitoring-and-reporting/index.aspx
https://intranet.birmingham.ac.uk/collaboration/equality/monitoring-and-reporting/index.aspx
https://intranet.birmingham.ac.uk/collaboration/equality/monitoring-and-reporting/index.aspx
https://view.officeapps.live.com/op/view.aspx?src=https%3A%2F%2Fintranet.birmingham.ac.uk%2Fcollaboration%2Fequality%2Fdocuments%2Fannual-report%2Fedi-annual-report-2021.docx&wdOrigin=BROWSELINK
https://view.officeapps.live.com/op/view.aspx?src=https%3A%2F%2Fintranet.birmingham.ac.uk%2Fcollaboration%2Fequality%2Fdocuments%2Fannual-report%2Fedi-annual-report-2021.docx&wdOrigin=BROWSELINK
https://view.officeapps.live.com/op/view.aspx?src=https%3A%2F%2Fintranet.birmingham.ac.uk%2Fcollaboration%2Fequality%2Fdocuments%2Fannual-report%2Fedi-annual-report-2021.docx&wdOrigin=BROWSELINK
https://view.officeapps.live.com/op/view.aspx?src=https%3A%2F%2Fintranet.birmingham.ac.uk%2Fcollaboration%2Fequality%2Fdocuments%2Fannual-report%2Fedi-annual-report-2021.docx&wdOrigin=BROWSELINK
https://view.officeapps.live.com/op/view.aspx?src=https%3A%2F%2Fintranet.birmingham.ac.uk%2Fcollaboration%2Fequality%2Fdocuments%2Fannual-report%2Fedi-annual-report-2021.docx&wdOrigin=BROWSELINK
https://view.officeapps.live.com/op/view.aspx?src=https%3A%2F%2Fintranet.birmingham.ac.uk%2Fcollaboration%2Fequality%2Fdocuments%2Fannual-report%2Fedi-annual-report-2021.docx&wdOrigin=BROWSELINK
https://www.itu.edu.tr/en/
https://www.itu.edu.tr/en/
https://www.itu.edu.tr/docs/librariesprovider2/duyurular/itu_2021_yili_faaliyet_raporu.pdf?sfvrsn=9e099ccc_4
https://www.itu.edu.tr/docs/librariesprovider2/duyurular/itu_2021_yili_faaliyet_raporu.pdf?sfvrsn=9e099ccc_4
https://www.itu.edu.tr/docs/librariesprovider2/duyurular/itu_2021_yili_faaliyet_raporu.pdf?sfvrsn=9e099ccc_4


 

360 
 

11.5.9.3. Annex 3: Institutions of the main stakeholders consulted as part of this 
case study 

Table 36. Institutions of the stakeholders interviewed 

No Country Institution 

1 Austria ISTA 

2 Netherlands TU/e 

3 Switzerland ETH Zürich 

4 United Kingdom University of Birmingham 

5 Türkiye ITU 
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12. Annex 1: Supporting statistics 

Annex 1. includes supporting statistics that have informed the drafting of the report. 

Table A1. Gender employment gap (%), 2016–2021 

 
NB: Data unavailable for Armenia, Bosnia and Herzegovina, the Faroes, Georgia, Israel, Kosovo, Morocco, 
Moldova, Portugal, Romania, Slovenia, Slovakia, Sweden, Tunisia, the United Kingdom and Ukraine. 
Source: Eurostat, Employment and activity by sex and age – Annual data (lfsi_emp_a). 

Country 2016 2017 2018 2019 2020 2021 TREND

EU-27 11.1 11.3 11.3 11.2 11.1 10.8

BE 9.3 9.8 8.4 8.0 8.1 7.7

BG 6.8 7.6 7.7 8.1 8.3 8.4

CZ 16.0 15.8 15.2 15.0 15.3 15.4

DK 6.9 6.7 7.0 7.2 7.0 6.9

DE 8.1 7.8 8.0 8.0 7.5 7.3

EE 6.8 4.9 6.0 6.0 4.4 3.7

IE 12.2 12.2 12.3 12.5 12.7 10.0

EL 19.5 20.2 21.6 20.7 19.4 19.8

ES 11.5 11.9 12.1 11.9 11.4 10.6

FR 6.1 6.6 6.4 5.9 5.7 6.2

HR 9.6 10.6 10.2 10.5 11.2 10.5

IT 19.9 19.7 19.7 19.4 19.7 19.2

CY 9.7 9.5 10.4 11.6 12.0 12.2

LV 2.8 4.3 4.3 3.7 3.7 4.8

LT 1.9 1.0 2.3 1.6 1.7 1.4

LU 11.0 7.9 8.0 9.1 7.1 7.4

HU 9.7 11.1 10.7 11.0 11.2 10.6

MT 25.5 24.1 21.9 20.7 17.8 16.8

NL 10.5 9.9 9.6 8.9 8.4 8.2

AT 7.8 8.0 9.0 8.8 8.4 8.6

PL 13.4 14.0 13.8 14.8 15.0 14.0

FI 3.2 3.8 3.8 3.3 3.3 2.0

IS 6.7 6.0 6.3 5.6 5.9 7.4

LI : : : : : :

NO 3.7 4.0 5.2 5.2 4.6 4.8

CH 9.0 9.4 9.1 8.7 8.3 7.9

ME 11.7 13.8 13.8 13.3 12.9 :

MK 21.2 21.9 21.4 21.3 19.9 :

AL : : : : : :

RS 15.1 14.7 15.4 14.6 14.6 14.9

TR 42.3 41.6 40.8 38.8 38.1 :



 

362 
 

Table A2. Employment rate trend, by sex, 2016–2021 

 

NB: Data unavailable for Albania, Armenia, Bosnia and Herzegovina, the Faroes, Georgia, Israel, Kosovo, Moldova, Morocco, Tunisia, the United Kingdom and Ukraine. 
Source: Eurostat, Employment and activity by sex and age – Annual data (lfsi_emp_a). 

2016 2017 2018 2019 2020 2021 TREND 2016 2017 2018 2019 2020 TREND

EU-27 64.1 65.2 66.3 67.1 66.2 67.7 75.2 76.5 77.6 78.3 77.2

BE 63 63.6 65.5 66.5 65.6 66.8 72.3 73.4 73.9 74.5 73.7

BG 63.6 66.8 67.8 70.2 68.5 68.9 70.4 74.4 75.5 78.3 76.8

CZ 68.6 70.5 72.2 72.7 71.9 72.1 84.6 86.3 87.4 87.7 87.2

DK 72.5 73.2 73.9 74.7 74.3 75.6 79.4 79.9 80.9 81.9 81.3

DE 73.5 74.2 74.8 75.5 74.5 75.9 81.6 82.0 82.8 83.5 82.0

EE 73.7 76.8 76.8 77.5 76.9 77.5 80.5 81.7 82.8 83.5 81.3

IE 65.3 66.9 67.9 68.8 65.8 70 77.5 79.1 80.2 81.3 78.5

EL 46.2 47.4 48.3 50.5 48.7 52.7 65.7 67.6 69.9 71.2 68.1

ES 58.1 59.6 61 62.1 60 62.4 69.6 71.5 73.1 74.0 71.4

FR 67.7 68.1 68.9 69.4 69.3 70.2 73.8 74.7 75.3 75.3 75.0

HR 56.6 58.3 60.1 61.5 61.3 62.9 66.2 68.9 70.3 72.0 72.5

IT 51.6 52.5 53.2 53.9 52.1 53.2 71.5 72.2 72.9 73.3 71.8

CY 64.1 66.2 68.9 70.1 69.1 70 73.8 75.7 79.3 81.7 81.1

LV 71.7 72.6 74.7 75.5 75 72.9 74.5 76.9 79.0 79.2 78.8

LT 74.3 75.5 76.7 77.4 75.8 76.7 76.2 76.5 79.0 79.0 77.5

LU 65.1 67.5 68 68.1 68.5 70.3 76.1 75.4 76.0 77.2 75.6

HU 68.9 69.9 71.4 72.1 71.9 73.5 78.6 81.0 82.1 83.1 83.1

MT 58 60.6 64.1 65.8 67.8 69.6 83.5 84.7 86.0 86.5 85.6

NL 72.7 73.9 75.2 76.5 76.6 77.5 83.2 83.8 84.8 85.4 85.0

AT 70.9 71.4 71.7 72.4 70.6 71.3 78.7 79.4 80.7 81.2 79.0

PL 61.5 63 64.5 64.9 65.2 68.4 74.9 77.0 78.3 79.7 80.2

PT 66.4 69 71.5 72.2 71.4 73.1 72.9 76.2 78.1 79.1 77.1

RO 51.4 54 54.5 55.4 55.4 56.9 69.1 71.3 73.0 74.6 74.7

SI 66.2 69.3 71.2 72.5 71.7 72.6 72.7 76.2 78.3 79.0 77.6

SK 67.2 69.4 70.3 71.7 70.9 70.4 76.4 77.0 78.8 79.4 78.2

FI 70.8 71.3 73.4 74.5 73.8 75.8 74.0 75.1 77.2 77.8 77.1

SE 78.4 79 79.4 78.9 77.4 78 82.7 83.4 84.1 84.0 82.8

IS 84.4 84.5 83.2 83 79.2 77.5 91.1 90.5 89.5 88.6 85.1

NO 76.7 76.2 76.5 76.8 76.5 77.5 80.4 80.2 81.7 82.0 81.1

CH 77.5 77.4 77.9 78.6 78.3 77.8 86.5 86.8 87.0 87.3 86.6

ME 51.3 51.4 52.9 54.2 48.8 : 63.0 65.2 66.7 67.5 61.7

MK 42.5 43.7 45.2 48.4 49 : 63.7 65.6 66.6 69.7 68.9

RS 50.1 52.6 53.9 56.3 57 59.3 65.2 67.3 69.3 70.9 71.6

TR 33.2 34.5 35.2 34.4 32 : 75.5 76.1 76.0 73.2 70.1

Country
Women Men
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Table A3. Gender pay gap in professional, scientific and technical activities (%), 2016–2020 

NB: NACE, general industrial classification of economic activities within the European Union. Data unavailable 
for Armenia, Bosnia and Herzegovina, the Faroes, Georgia, Israel, Iceland, Kosovo, Morocco, Moldova, 
Montenegro, North Macedonia, Tunisia, Türkiye and Ukraine. 
Source: Eurostat, Gender pay gap in unadjusted form by NACE Rev. 2 activity – Structure of earnings survey 
methodology (earn_gr_gpgr2). 

Country 2016 2017 2018 2019 2020 Trend

BE 10.4 8.0 5.5 5.2 5.0

BG 4.8 8.6 12.1 16.5 9.0

CZ 25.7 24.0 25.0 24.7 20.6

DK 20.3 19.9 19.4 18.6 18.0

DE 30.6 29.7 29.4 27.6 27.5

EE 21.9 28.0 16.7 11.6 14.3

IE : : 20.2 : :

EL : : 26.8 : :

ES 20.4 22.3 18.7 20.5 20.5

FR 23.1 23.2 23.5 22.5 22.3

HR 16.3 15.3 16.1 16.6 16.6

IT 28.9 29.1 25.1 24.9 26.2

CY 32.7 31.0 29.7 28.7 29.0

LV 14.5 24.5 15.8 27.6 30.5

LT 17.8 19.4 21.5 17.2 15.9

LU 24.6 24.1 23.0 21.3 21.6

HU 17.1 18.4 21.8 17.0 22.6

MT 27.4 25.9 25.7 24.2 22.2

NL 23.7 23.3 22.7 20.6 20.2

AT 30.4 29.4 28.3 27.5 26.2

PL 14.6 14.5 19.2 18.8 18.4

PT 19.6 19.0 18.7 16.2 15.4

RO -0.1 3.7 5.1 3.3 -1.8

SI 3.4 7.1 10.4 12.2 10.3

SK 15.8 16.7 16.4 13.1 12.9

FI 15.8 14.9 14.5 15.0 14.9

SE 14.0 12.2 12.5 11.2 12.4

IS : : : : :

NO 20.2 19.5 18.3 18.0 17.5

CH 23.3 23.5 25.7 26.5 27.2

UK 24.3 27.2 27.9 : :

ME : : : : :

MK : : : : :

AL : : 4.90 : :

RS : : 6.50 : :

TR : : : : :
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Table A4. Gender gap in part-time employment (%), 2016–2021 

 
NB: Data unavailable for Armenia, Bosnia and Herzegovina, the Faroes, Georgia, Israel, Kosovo, Morocco, 
Moldova, Portugal, Romania, Slovenia, Slovakia, Sweden, Tunisia, the United Kingdom and Ukraine. 
Source: Eurostat, Gender gap in part-time employment (tepsr_lm210). 

Country 2016 2017 2018 2019 2020 2021 Trend

EU-27 23.1 22.9 22.7 22.6 21.1 20.7

BE 31.4 29.9 29.8 29.5 28.4 29.3

BG 0.0 -0.1 -0.1 0.0 0.1 0.5

CZ 7.6 8.5 8.3 7.7 7.7 7.1

DK 20.7 19.5 19.5 18.3 17.9 18.2

DE 43.5 43.0 42.9 42.9 38.2 37.5

EE 6.2 7.0 7.6 8.0 8.1 9.0

IE 19.7 19.7 19.4 20.4 18.5 18.5

EL 7.4 8.2 7.8 8.3 8.0 7.4

ES 16.5 17.0 17.2 16.9 16.3 16.0

FR 23.5 23.2 22.4 21.6 20.5 19.9

HR 2.7 2.2 3.1 3.5 2.9 2.3

IT 23.9 23.6 23.8 24.1 23.3 23.1

CY 4.3 6.6 6.8 8.3 6.7 4.7

LV 3.8 4.6 4.1 4.5 3.8 4.5

LT 3.4 3.7 3.6 3.2 2.7 3.3

LU 28.7 29.4 26.1 24.8 24.1 23.8

HU 3.2 3.2 3.3 3.9 3.9 4.0

MT 19.7 18.0 15.5 15.1 15.7 12.7

NL 47.7 46.6 46.1 45.6 45.0 44.1

AT 37.7 37.7 38.0 38.7 38.2 39.3

PL 5.5 5.8 5.4 5.3 5.1 4.3

FI 10.4 10.8 10.9 11.3 9.7 11.3

IS 24.3 23.9 22.4 23.5 22.2 23.3

LI : : : : : :

NO 22.6 21.1 22.3 21.9 20.4 19.6

CH 46.7 46.0 46.0 46.2 45.3 45.1

ME -0.7 -0.2 -1.1 -0.2 -0.9 :

MK 0.9 0.5 0.1 0.3 0.9 :

AL : : : : : :

RS 2.1 2.2 1.7 1.9 2.3 1.9

TR 12.6 12.7 12.2 10.4 10.5 :
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Table A5. Gender pension gap (%), age group 65–74, 2016–2020 

 
NB: Data unavailable for Armenia, Bosnia and Herzegovina, the Faroes, Georgia, Israel, Morocco, Moldova, 
Tunisia and Ukraine. 
Source: Eurostat, Gender pension gap by age group – EU-SILC survey (ilc_pnp13). 
 

Country 2016 2017 2018 2019 2020 Trend

EU-27 31.6 30.1 28.6 27.9 26.9

BE 25.1 22.7 22.0 33.6 35.6

BG 24.7 24.9 24.6 20.9 19.6

CZ 14.2 14.6 15.3 14.9 15.0

DK 6.8 4.0 3.8 6.7 4.6

DE 39.7 37.4 35.9 32.7 31.9

EE 0.3 1.1 0.1 0.2 0.1

IE 26.5 31.9 28.4 24.1 29.4

EL 27.2 25.2 24.5 22.1 21.7

ES 35.5 32.0 31.2 27.4 25.2

FR 32.6 31.8 28.3 29.4 28.9

HR 19.8 20.0 22.5 18.9 23.3

IT 36.6 34.9 33.9 34.9 33.6

CY 47.6 35.7 33.4 35.4 33.0

LV 16.3 15.2 18.0 14.2 2.3

LT 15.0 17.7 15.7 20.4 15.0

LU 42.7 41.9 42.9 44.0 40.5

HU 16.8 13.8 16.9 11.3 2.4

MT 45.0 45.3 43.4 42.9 41.5

NL 49.0 46.1 44.3 42.7 41.3

AT 40.5 40.5 38.8 35.0 36.2

PL 23.3 22.5 19.5 22.8 22.6

PT 27.7 31.5 26.6 25.1 23.2

RO 24.2 24.4 25.3 21.6 22.2

SI 12.3 10.1 11.3 9.4 9.4

SK 9.1 10.5 9.4 11.3 11.1

FI 25.2 24.7 22.6 21.8 21.1

SE 26.6 24.7 26.8 26.9 27.2

IS 18.1 18.9 9.2 : :

NO 25.1 25.5 25.9 24.0 20.4

CH 33.3 33.6 32.0 33.2 33.2

UK 34.9 33.9 32.3 : :

ME : : 23.90 17.00 15.7

MK 23.70 22.90 20.70 18.70 17.3

AL : : : 16.00 15.4

RS 21.4 25.7 18.3 18.5 13.5

TR 26.8 27.2 23.3 13.7 16.5

XK : : 42 : :
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Table A6. Share of gender budgeting allocations for R&D in total general government 
expenditure, 2016–2020 

 
NB: Data unavailable for Albania, Armenia, Bosnia and Herzegovina, the Faroes, Georgia, Israel, Kosovo, 
Morocco, Moldova, Montenegro, North Macedonia, Serbia, Tunisia, Türkiye and Ukraine. 
Source: Eurostat, Share of GBARD in total general governmental expenditure (gba_nabste). 
 

Country 2016 2017 2018 2019 2020 Trend

EU-27 1.40 1.42 1.43 1.46 1.44

BE 1.18 1.27 1.21 1.34 1.26

BG 0.57 0.60 0.55 0.63 0.57

CZ 1.47 1.54 1.52 1.51 1.42

DK 1.72 1.75 1.76 1.80 1.81

DE 2.04 2.09 2.13 2.18 2.17

EE 1.69 1.53 1.79 1.60 1.52

IE 0.95 0.95 0.93 0.93 0.85

EL 1.09 1.03 1.28 1.47 1.48

ES 1.28 1.25 1.25 1.24 1.18

FR 1.11 1.14 1.18 1.13 1.12

HR 1.55 1.59 1.65 1.65 1.44

IT 1.05 1.04 1.05 1.13 1.17

CY 0.84 0.84 0.73 0.91 1.21

LV 0.55 0.57 0.56 0.59 0.62

LT 0.92 0.94 0.86 0.90 0.77

LU 1.49 1.45 1.40 1.43 1.26

HU 0.83 0.74 0.65 0.59 1.04

MT 0.54 0.53 0.56 0.60 0.50

NL 1.60 1.58 1.69 1.65 1.58

AT 1.61 1.59 1.55 1.56 1.52

PL 0.80 0.87 0.69 1.06 0.90

PT 0.85 0.82 0.84 0.82 0.75

RO 0.81 0.56 0.49 0.53 0.43

SI 0.87 0.90 0.96 1.05 1.01

SK 0.87 0.92 0.92 0.94 0.92

FI 1.52 1.55 1.57 1.57 1.68

SE 1.57 1.61 1.56 1.49 1.47

IS 2.00 2.13 2.18 2.11 :

NO 1.94 2.04 2.02 1.99 1.98

CH : 2.97 2.86 2.91 2.72

UK 1.24 1.27 1.33 1.36 :

TR : : : : :

RU : : : : :

US : : : : :

JP : : : : :

KR : : : : :
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Table A7. Proportion of women and men who report work schedule and family 
responsibilities as barriers to education and training, 2016 

NB: Data unavailable for Albania, Armenia, Bosnia and Herzegovina, the Faroes, Georgia, Iceland, Israel, 
Kosovo, Morocco, Moldova, Montenegro, North Macedonia, Norway, Serbia, Tunisia, Türkiye, Switzerland and 
Ukraine. 
Source: EIGE (n.d.), ‘Gender Equality Index – Work-life balance: Barriers to participation in education and 
training’. 

Women Men Women Men

EU-27 37.6 42.6 39.8 24.2

BE 37.3 41.2 33 22.9

BG 59.6 50.1 24.5 14.8

CZ 15.5 17.1 41 14.6

DK 11.4 12.8 7.5 8.4

DE 39.6 39.9 47 24.6

EE 22.3 32.2 28.8 12.1

IE 18.1 27.1 43.2 28.3

EL 23.2 34.7 53 37.2

ES 50.9 49.3 50.2 36.3

FR 31.7 34.7 18.1 6.3

HR 35.3 44.7 37.6 16.4

IT 35.9 46.4 47 28.6

CY 29.7 40.4 68.2 43

LV 40.5 44.3 36.5 22.7

LT 39.1 44.6 29.7 18.5

LU 32.5 36.4 37.6 23.3

HU 43.4 44.5 29.5 16.4

MT 59.3 60.6 61.1 35

NL 29.3 28.6 44.2 28.9

AT 43.4 52.2 50.9 31.5

PL 18.2 27.7 40 22.3

PT 53.1 54.7 40.5 21.9

RO 25.4 33.5 43.8 25.5

SI 26.3 27.4 30.5 24.1

SK 39.5 42.5 47.4 23.4

FI 35.2 37.6 26.4 15.1

SE 32.4 34.6 33.2 24.2

UK 56.7 63.1 45.7 30.7

Country
Work schedule Family responsibilities

https://eige.europa.eu/gender-equality-index/thematic-focus/work-life-balance/life-long-learning
https://eige.europa.eu/gender-equality-index/thematic-focus/work-life-balance/life-long-learning
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Table A8. Proportion of women members of the highest decision-making bodies, 2017–
2022 

 
NB: Data unavailable for Armenia, the Faroes, Georgia, Israel, Morocco, Moldova, Switzerland, Tunisia and 
Ukraine. 
Source: EIGE’s Gender Equality Database.

2017 2018 2019 2020 2021 2022 Trend

AL 0 44.4 44.4 44.4 57.1 0

AT 30.2 27.9 28.6 29.5 42.9 45.2

BA 0 42.9 42.9 42.9 57.1 0

BE 40 50 46.2 46.2 38.5 35.7

BG 44.4 36.4 40 50 50 54.5

CY 25 25 25 22.2 22.2 25

CZ 30 33.3 20 20 30 30

DE 36.6 40.2 40.2 38.5 45.1 44

DK 37 38.5 40.7 46.2 48 48.1

EE 0 14.3 14.3 14.3 16.7 28.6

EL 11.1 12.5 12.5 12.5 11.1 12.5

ES 40 38.5 58.3 50 56.4 48.7

EU-27 36.6 37.9 38.3 38.8 40.4 41.2

FI 46.7 42.9 46.2 38.5 38.5 50

FR 36.8 47.4 30 40 40 45

HR 28.6 28.6 28.6 28.6 28.6 14.3

HU 0 0 0 0 0 11.1

IE 44.1 50 51.6 46.9 48.4 44.8

IS 0 36.4 54.5 45.5 54.5 54.5

IT 0 30.4 30.4 30.4 30.4 30.4

LI 0 80 80 75 60 60

LT 32.1 36.4 36.4 38.2 33.3 36.4

LU 55.6 55.6 44.4 55.6 55.6 55.6

LV 36.4 40.9 31.8 40.9 76.5 80.5

ME 0 33.8 33.8 33.8 33.8 0

MK 0 51.9 51.9 51.9 51.9 0

MT 15.4 40 45.5 45.5 40 40

NL 33.3 33.3 16.7 50 50 60

NO 0 52.4 45.5 45.5 45.5 54.5

PL 21 23.3 27.9 27.4 21 19.4

PT 33.3 36.4 41.7 41.7 41.7 41.7

RO 0 44.9 44.9 44.9 44.9 44.9

RS 0 23.1 23.1 23.1 21.4 0

SE 59.8 57.1 56 57.6 53.3 50

SI 42.9 42.9 42.9 42.9 57.1 57.1

SK 16.7 15.4 15.4 15.4 15.4 7.7

TR 0 5.4 3.3 3.4 10.3 0

UK 38.3 26.7 26.7 26.7 40 35.7

XK 0 28.6 28.6 28.6 28.6 0

Country
Members of the highest decision-making body
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Table A9. Proportion of women presidents or chairs, 2017–2022 

 
NB: Data unavailable for Armenia, the Faroes, Georgia, Israel, Morocco, Moldova, Switzerland, Tunisia and 
Ukraine. 
Source: EIGE’s Gender Equality Database. 

2017 2018 2019 2020 2021 2022 Trend

AL 0 100 100 100 100 0

AT 33.3 33.3 33.3 66.7 66.7 66.7

BA 0 0 0 0 0 0

BE 0 0 0 0 0 0

BG 0 0 0 0 0 0

CY 0 0 0 0 0 0

CZ 50 50 50 0 0 0

DE 25 25 25 50 50 50

DK 33.3 33.3 0 33.3 33.3 33.3

EE 0 0 0 0 0 0

EL 0 0 0 100 0 100

ES 66.7 66.7 100 100 33.3 100

EU-27 34 31.9 32.4 39.2 34.2 39.2

FI 50 0 50 100 50 100

FR 0 0 0 0 0 0

HR 0 0 0 0 0 0

HU 0 0 0 0 0 0

IE 66.7 100 100 33.3 66.7 33.3

IS 0 100 100 0 0 0

IT 0 28 28 28 28 28

LI 0 0 0 0 0 0

LT 0 0 0 0 0 0

LU 100 100 0 100 100 100

LV 0 0 0 100 100 100

ME 0 0 0 0 0 0

MK 0 100 100 100 100 0

MT 0 0 0 0 0 0

NL 0 0 0 0 0 0

NO 0 50 50 50 50 50

PL 0 0 50 0 0 0

PT 0 0 0 66.7 33.3 66.7

RO 0 0 0 0 0 0

RS 0 0 0 0 0 0

SE 66.7 66.7 66.7 55.6 55.6 55.6

SI 0 0 0 100 100 100

SK 0 0 0 0 0 0

TR 0 0 0 0 0 0

UK 0 0 0 0 0 0

XK 0 100 100 0 100 0

Presidents or chairs
Country
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Table A10. Bachelor’s degree entrants and graduates in broad field of study, headcount 
and pp difference between men and women, 2018 

 
NB: Data unavailable for Albania, Armenia, Bosnia and Herzegovina, the Faroes, Georgia, Israel, Kosovo, 
Morocco, Moldova, Tunisia and Ukraine. 
Sources: Eurostat, New entrants by education level, programme orientation, sex and field of education 
(educ_uoe_ent02) and Graduates by education level, programme orientation, sex and field of education 
(educ_uoe_grad02). 

Total Men Women Total Men Women

EU-27 2,677,465 1,235,079 1,442,386 7.74 1,967,867 802,726 1,165,141 18.42

BE 95,125 42,490 52,635 10.66 69,797 26,977 42,820 22.70

BG 40,473 19,730 20,743 2.50 29,700 12,253 17,447 17.49

CZ 58,301 24,750 33,551 15.10 40,293 15,087 25,206 25.11

DK 51,532 22,065 29,467 14.36 44,223 18,227 25,996 17.57

DE 442,444 224,877 217,567 -1.65 320,295 156,498 163,797 2.28

EE 6,209 2,758 3,451 11.16 5,499 1,952 3,547 29.01

IE 44,474 21,579 22,895 2.96 47,411 22,442 24,969 5.33

EL 81,483 39,227 42,256 3.72 48,004 19,709 28,295 17.89

ES 218,740 96,396 122,344 11.86 179,250 72,726 106,524 18.86

FR 470,059 200,948 269,111 14.50 263,033 100,854 162,179 23.31

HR 29,471 13,945 15,526 5.36 18,409 7,464 10,945 18.91

IT 277,962 128,895 149,067 7.26 223,428 92,803 130,625 16.93

CY 5,836 3,200 2,636 -9.66 3,098 1,363 1,735 12.01

LV 13,926 6,817 7,109 2.10 7,671 2,842 4,829 25.90

LT 22,316 10,861 11,455 2.66 18,976 7,416 11,560 21.84

LU 1,174 541 633 7.84 627 271 356 13.56

HU 33,923 15,667 18,256 7.63 40,538 15,786 24,752 22.12

MT 2,651 1,293 1,358 2.45 2,346 1,030 1,316 12.19

NL 136,072 64,590 71,482 5.06 104,948 45,948 59,000 12.44

AT 43,796 19,587 24,209 10.55 28,593 12,350 16,243 13.62

PL 291,157 136,789 154,368 6.04 314,721 108,187 206,534 31.25

PT 58,843 25,816 33,027 12.25 48,808 19,812 28,996 18.82

RO 118,855 56,172 62,683 5.48 73,430 30,786 42,644 16.15

SI 13,701 6,165 7,536 10.01 8,802 3,362 5,440 23.61

SK 28,061 12,298 15,763 12.35 20,556 7,630 12,926 25.76

FI 37,222 17,231 19,991 7.41 37,547 15,053 22,494 19.82

SE 53,659 20,392 33,267 23.99 35,074 11,189 23,885 36.20

IS 2,951 1,167 1,784 20.91 2,908 972 1,936 33.15

LI 112 55 57 1.79 66 34 32 -3.03

NO 41,097 17,815 23,282 13.30 34,573 12,884 21,689 25.47

CH 62,738 31,974 30,764 -1.93 59,131 30,356 28,775 -2.67

UK 538,639 238,096 300,543 11.59 418,704 178,106 240,598 14.93

ME : : : : 4,649 1,932 2,717 16.89

MK 14,633 7,126 7,507 2.60 7,273 3,031 4,242 16.65

RS 54,888 25,947 28,941 5.45 32,658 13,811 18,847 15.42

TR 644,915 326,331 318,584 -1.20 439,042 207,892 231,150 5.30

BA : : : : : : : :

Bachelor entrants Bachelor graduates
Country

Women v. Men 

p.p. difference

Women v. Men 

p.p. difference
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Table A11. Master’s degree entrants and graduates in broad field of study, headcount and 
pp difference between men and women, 2018 

 
NB: Data unavailable for Albania, Armenia, Bosnia and Herzegovina, the Faroes, Georgia, Israel, Kosovo, 

Morocco, Moldova, Tunisia and Ukraine. 

Sources: Eurostat, New entrants by education level, programme orientation, sex and field of education 
(educ_uoe_ent02) and Graduates by education level, programme orientation, sex and field of education 
(educ_uoe_grad02). 

Total Men Women Total Men Women

EU-27 1,581,955 679,510 902,445 14.09 1,371,703 579,119 792,583 15.56

BE 44,909 20,474 24,435 8.82 40,951 18,211 22,740 11.06

BG 24,617 10,019 14,598 18.60 23,415 8,786 14,629 24.95

CZ 31,838 13,532 18,306 14.99 33,070 13,219 19,851 20.05

DK 27,435 12,168 15,267 11.30 24,687 10,931 13,756 11.44

DE 291,067 138,984 152,083 4.50 216,373 102,474 113,899 5.28

EE 3,781 1,569 2,212 17.01 3,324 1,290 2,034 22.38

IE 22,312 9,584 12,728 14.09 22,402 9,576 12,826 14.51

EL 26,044 10,470 15,574 19.60 20,750 8,198 12,552 20.98

ES 102,289 41,858 60,431 18.16 135,398 55,629 79,769 17.83

FR 342,996 156,727 186,269 8.61 298,930 134,036 164,894 10.32

HR 19,268 7,480 11,788 22.36 15,335 5,829 9,506 23.98

IT 169,002 72,452 96,550 14.26 164,891 69,702 95,189 15.46

CY 6,420 2,170 4,250 32.40 4,845 1,522 3,323 37.17

LV 6,742 2,679 4,063 20.53 4,213 1,368 2,845 35.06

LT 8,580 3,205 5,375 25.29 6,955 2,418 4,537 30.47

LU 1,151 531 620 7.73 731 355 376 2.87

HU 19,077 8,234 10,843 13.68 20,003 8,380 11,623 16.21

MT 1,884 823 1,061 12.63 1,392 638 754 8.33

NL 51,111 22,828 28,283 10.67 47,560 20,388 27,172 14.26

AT 27,700 13,268 14,432 4.20 26,757 12,515 14,241 6.45

PL 169,697 53,869 115,828 36.51 151,560 50,580 100,980 33.25

PT 32,315 14,224 18,091 11.97 25,019 10,346 14,673 17.29

RO 72,874 30,342 42,532 16.73 50,998 19,998 31,000 21.57

SI 7,084 2,598 4,486 26.65 5,425 1,834 3,591 32.39

SK 21,291 8,332 12,959 21.73 21,688 8,252 13,436 23.90

FI 9,373 3,761 5,612 19.75 18,372 7,223 11,149 21.37

SE 41,099 17,330 23,769 15.67 28,483 11,445 17,038 19.64

IS 1,575 500 1,075 36.51 1,317 412 905 37.43

LI 84 61 23 -45.24 81 50 31 -23.46

NO 24,146 9,960 14,186 17.50 15,528 6,728 8,800 13.34

CH 25,265 12,719 12,546 -0.68 25,862 13,281 12,581 -2.71

UK 265,452 102,630 162,822 22.68 253,669 101,813 151,856 19.73

ME : : : : 238 93 145 21.85

MK 2,767 1,271 1,496 8.13 2,310 892 1,418 22.77

RS 18,164 6,938 11,226 23.61 11,796 4,459 7,337 24.40

TR 155,680 100,996 54,684 -29.75 83,020 45,482 37,538 -9.57

BA : : : : : : : :

Country
Master entrants Master graduatesWomen v. Men 

p.p. difference

Women v. Men 

p.p. difference
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Table A12. Doctoral entrants and graduates in broad field of study, headcount and pp 
difference between men and women, 2018 

 
NB: Data unavailable for Albania, Armenia, Bosnia and Herzegovina, the Faroes, Georgia, Israel, Kosovo, 
Morocco, Moldova, Tunisia and Ukraine. 
Sources: Eurostat, New entrants by education level, programme orientation, sex and field of education 
(educ_uoe_ent02) and Graduates by education level, programme orientation, sex and field of education 
(educ_uoe_grad02). 

Total Men Women Total Men Women

EU-27 145,759 75,258 70,501 -3.26 100,770 52,443 48,328 -4.08

BE 1,396 746 650 -6.88 3,051 1,713 1,338 -12.29

BG 1,958 944 1,014 3.58 1,365 640 725 6.23

CZ 4,171 2,246 1,925 -7.70 2,409 1,356 1,053 -12.58

DK 2,328 1,170 1,158 -0.52 2,094 1,069 1,025 -2.10

DE 40,900 22,100 18,800 -8.07 27,838 15,261 12,577 -9.64

EE 349 172 177 1.43 244 126 118 -3.28

IE 1,976 925 1,051 6.38 1,466 719 747 1.91

EL 3,055 1,563 1,492 -2.32 1,558 819 739 -5.13

ES 21,385 10,796 10,589 -0.97 17,286 8,193 9,093 5.21

FR 17,894 9,651 8,243 -7.87 13,729 7,703 6,026 -12.22

HR 3,584 1,639 1,945 8.54 647 298 349 7.88

IT 10,321 5,273 5,048 -2.18 7,974 3,946 4,028 1.03

CY 230 101 129 12.17 120 61 59 -1.67

LV 524 248 276 5.34 123 56 67 8.94

LT 567 267 300 5.82 349 147 202 15.76

LU 127 75 52 -18.11 135 87 48 -28.89

HU 2,360 1,263 1,097 -7.03 1,287 692 595 -7.54

MT 1 0 1 100.00 53 26 27 1.89

NL 3,119 1,589 1,530 -1.89 4,781 2,481 2,300 -3.79

AT 3,683 1,915 1,768 -3.99 2,779 1,557 1,223 -12.02

PL 8,361 3,982 4,379 4.75 3,657 1,600 2,057 12.50

PT 5,186 2,596 2,590 -0.12 2,266 1,067 1,199 5.83

RO 4,842 2,315 2,527 4.38 1,843 863 980 6.35

SI 821 389 432 5.24 461 212 249 8.03

SK 1,805 931 874 -3.16 1,408 716 692 -1.70

FI 1,709 809 900 5.32 1,865 896 969 3.91

SE 3,107 1,553 1,554 0.03 3,212 1,675 1,537 -4.30

IS 168 71 97 15.48 61 25 36 18.03

LI 48 36 12 -50.00 16 9 7 -12.50

NO 2,051 963 1,088 6.09 1,500 744 756 0.80

CH 5,504 2,954 2,550 -7.34 4,163 2,299 1,864 -10.45

UK 35,461 18,209 17,252 -2.70 29,469 15,725 13,744 -6.72

ME : : : : 26 12 14 7.69

MK 402 209 193 -3.98 243 102 141 16.05

RS 2,325 1,030 1,295 11.40 952 385 567 19.12

TR 16,773 9,100 7,673 -8.51 7,332 3,897 3,435 -6.30

BA : : : : : : : :

Women v. Men 

p.p. difference
Country

Doctoral entrants Doctoral graduatesWomen v. Men 

p.p. difference
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Table A13. Research funding success rate difference between women and men (%), 2019 

 
NB: Exceptions to reference year: Bulgaria – all available fields, 2012; Germany – agricultural and veterinary 

sciences and humanities and the arts, 2013; the Netherlands – medical and health sciences, 2014; Slovenia – 

multidisciplinary, 2015; ES – multidisciplinary, 2016; Luxembourg – all fields, 2016; the United Kingdom – 

natural sciences, social sciences, 2016; IT – all available fields, 2017 (2018 data are provisional and partial); 

Malta – engineering and technology, agricultural and veterinary sciences, social sciences, humanities and the 

arts and multidisciplinary, 2018; the Netherlands – humanities and the arts, 2018; Spain – natural sciences, 

engineering and technology, medical and health sciences, agricultural and veterinary sciences, social sciences 

and humanities and the arts, 2018; PT – all available fields, 2018. Data unavailable for Albania, Armenia, 

Belgium, Bosnia and Herzegovina, Croatia, Czechia, the Faroes, France, Georgia, Greece, Ireland, Lithuania, 

Moldova, Montenegro, North Macedonia, Serbia, Tunisia and Ukraine. 2018 Women in Science questionnaires 

used for Luxembourg and the United Kingdom. Data for Belgium is the result of Belgium (Flemish 

speaking) + Belgium (French speaking). Data for team leaders not available for Bulgaria (only 2012) or for 

Bosnia and Herzegovina, Croatia, Czechia and Ireland. Data for applicants not available for Greece and 

France. No data available broken down by field for Belgium (Flemish speaking) and Lithuania. 

Source: European Commission, DG Research and Innovation (2021), She Figures 2021 – Gender in research 
and innovation: Statistics and indicators, Publications Office of the European Union, Luxembourg, p. 260. 

Country Natural Sciences
Engineering and 

technology

Medical and health 

sciences

Agricultural and 

veterinary sciences
Social sciences

Humanities and 

the arts
Multidisciplinary

EU-27 -2.49 -0.29 -1.7 0.81 -2.18 0.04 :

BG 18.03 7.65 9.55 -2 0 - :

DK 0.93 4.03 3.91 17.02 1.29 5.48 -26.67

DE -1.09 0.64 0.83 - -0.88 - :

EE -0.45 -2.61 -22.46 9.85 9.72 2.8 :

ES -6.21 -5.59 -6.98 -5.04 -5.13 -3.9 -

IT -4.39 -6.94 3.18 -9.03 -4.55 -3.42 -

CY -2.61 -0.99 -20.59 - 7.83 -12.5 :

LV -2.32 11.52 -5.84 4.02 8.01 -7.12 :

LU 22.13 -7.58 : : -1.33 -12.22 :

HU -8.22 21.06 4.48 1 -4.13 -0.18 :

MT -18.18 - -33.33 - - - 0

NL 0.59 -8.14 0 : -0.95 21.69 :

AT -0.6 7.52 -0.69 3.57 -0.04 3.94 -

PL -3.82 -2.07 -3.76 -2.92 -3.37 3.44 -

PT -3.76 2.17 -4.58 -0.88 -3.09 -6.8 4.76

RO 3.76 4.24 5.34 8 2.15 -7 -

SI -4.45 -2.15 9.39 -3.03 5.86 2.27 -1.41

SK -11.26 -10.42 -6.96 -6.12 -0.64 -14.19 -

FI 0.81 0.54 -6.69 0 -0.04 6.62 :

SE -0.07 7.33 -1.34 10.22 1.44 -0.2 -

UK 0.12 : : : 5.06 : :

IS -6.76 36.36 9.88 - 8.52 -2.86 -1.45

NO 5.24 3.03 -6.23 -2.6 -1.44 8.35 :

CH -1.77 -16.67 -0.36 -25 0.02 -2.41 -4.25

TR -5.43 1.67 -0.88 0.28 3.05 -10.77 -0.33

IL -12.98 -30.83 -4.54 - 1.09 -6.12 -

https://op.europa.eu/en/publication-detail/-/publication/67d5a207-4da1-11ec-91ac-01aa75ed71a1
https://op.europa.eu/en/publication-detail/-/publication/67d5a207-4da1-11ec-91ac-01aa75ed71a1
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Table A14. Gross domestic spending on R&D (% of GDP), 2016–2020 

 
NB: Data unavailable for Albania, Armenia, Bosnia and Herzegovina, the Faroes, Georgia, Kosovo, Morocco, 
Moldova, Montenegro, North Macedonia, Serbia, Tunisia and Ukraine. 
Source: OECD, ‘Gross domestic spen ding on R&D’. 

Country 2016 2017 2018 2019 2020

Argentina 0.53 0.556 0.501 0.465 :

Australia : 1.794 : 1.797 :

Austria 3.117 3.057 3.091 3.13 3.201

Belgium 2.523 2.667 2.86 3.16 3.477

Canada 1.729 1.686 1.679 1.592 1.696

Chile 0.369 0.356 0.366 0.341 :

China (People's Republic of) 2.1 2.116 2.141 2.235 2.401

Chinese Taipei 3.086 3.195 3.352 3.489 3.636

Colombia 0.271 0.261 0.312 0.322 0.288

Czech Republic 1.67 1.769 1.899 1.928 1.991

Denmark 3.093 2.931 2.966 2.888 2.962

Estonia 1.243 1.277 1.416 1.633 1.792

European Union (27 countries, 2020) 1.992 2.03 2.074 2.11 2.204

Finland 2.724 2.728 2.757 2.8 2.913

France 2.222 2.199 2.197 2.192 2.355

Germany 2.94 3.047 3.108 3.168 3.144

Greece 1.005 1.152 1.214 1.276 1.496

Hungary 1.18 1.317 1.508 1.477 1.608

Iceland 2.11 2.084 2 2.323 2.472

Ireland 1.176 1.255 1.169 1.226 1.232

Israel 4.511 4.657 4.797 5.14 5.436

Italy 1.366 1.37 1.424 1.462 1.531

Japan 3.107 3.166 3.221 3.215 3.275

Korea 3.987 4.292 4.516 4.627 4.815

Latvia 0.435 0.511 0.639 0.637 0.707

Lithuania 0.842 0.896 0.937 0.995 1.155

Luxembourg 1.267 1.239 1.167 1.177 1.129

Mexico 0.388 0.328 0.307 0.284 0.297

Netherlands 2.151 2.179 2.139 2.184 2.294

New Zealand : 1.347 : 1.413 :

Norway 2.045 2.099 2.048 2.156 2.278

OECD - Total 2.327 2.367 2.438 2.515 2.681

Poland 0.963 1.034 1.209 1.321 1.392

Portugal 1.281 1.319 1.35 1.396 1.617

Romania 0.481 0.503 0.501 0.478 0.469

Russia 1.102 1.11 0.99 1.039 1.098

Singapore 2.075 1.899 1.814 1.891 :

Slovak Republic 0.791 0.887 0.84 0.826 0.911

Slovenia 2.008 1.865 1.946 2.047 2.147

South Africa 0.819 0.832 : : :

Spain 1.19 1.21 1.242 1.251 1.405

Sweden 3.247 3.363 3.321 3.388 3.527

Switzerland : 3.034 : 3.147 :

Turkey 0.938 0.953 1.025 1.064 1.089

United Kingdom 1.643 1.66 1.705 1.708 :

United States 2.853 2.905 3.013 3.175 3.45

https://data.oecd.org/rd/gross-domestic-spending-on-r-d.htm
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Table A15. Gross domestic expenditure on research and experimental development, by 
sector of performance, 2016–2020 

 
NB: BES, business enterprise sector. Data unavailable for Albania, Armenia, the Faroes, Georgia, Israel, 

Kosovo, Morocco, Moldova, Tunisia and Ukraine. 

Source: Eurostat, GERD by sector of performance (rd_e_gerdtot). 

HES BES HES BES HES BES HES BES HES BES

EU-27 0.47 1.39 0.47 1.43 0.47 1.45 0.48 1.48 0.51 1.53

BE 0.53 1.73 0.53 1.87 0.53 2.05 0.53 2.33 0.61 2.53

BG 0.04 0.56 0.04 0.52 0.04 0.54 0.06 0.56 0.05 0.58

CZ 0.34 1.02 0.35 1.11 0.41 1.18 0.42 1.19 0.43 1.21

DK 1 2.01 0.97 1.86 1 1.87 1 1.84 1.09 1.84

DE 0.53 2 0.53 2.11 0.55 2.14 0.55 2.18 0.57 2.11

EE 0.44 0.64 0.51 0.6 0.63 0.6 0.58 0.87 0.6 0.98

IE 0.28 0.85 0.27 0.93 0.27 0.85 0.27 0.91 0.28 0.91

EL 0.32 0.42 0.33 0.56 0.34 0.58 0.39 0.59 0.47 0.69

ES 0.33 0.64 0.33 0.67 0.33 0.7 0.33 0.7 0.37 0.78

FR 0.46 1.45 0.45 1.44 0.45 1.44 0.44 1.44 0.48 1.56

HR 0.28 0.39 0.25 0.41 0.31 0.46 0.35 0.53 0.4 0.6

IT 0.33 0.83 0.32 0.85 0.32 0.9 0.33 0.92 0.36 0.93

CY 0.21 0.19 0.22 0.2 0.25 0.25 0.27 0.31 0.3 0.37

LV 0.19 0.11 0.24 0.14 0.33 0.16 0.35 0.17 0.35 0.22

LT 0.33 0.29 0.32 0.33 0.34 0.39 0.36 0.43 0.42 0.55

LU 0.24 0.7 0.25 0.69 0.24 0.62 0.26 0.64 0.25 0.61

HU 0.13 0.87 0.18 0.96 0.19 1.14 0.21 1.11 0.21 1.23

MT 0.21 0.35 0.19 0.36 0.21 0.36 0.21 0.35 0.23 0.43

NL 0.61 1.41 0.61 1.45 0.59 1.42 0.6 1.46 0.62 1.54

AT 0.69 2.19 0.69 2.14 0.69 2.16 0.68 2.2 0.73 2.22

PL 0.3 0.63 0.34 0.67 0.38 0.8 0.47 0.83 0.49 0.88

PT 0.57 0.62 0.56 0.67 0.56 0.69 0.56 0.73 0.58 0.92

RO 0.05 0.27 0.05 0.29 0.05 0.3 0.05 0.28 0.04 0.28

SI 0.22 1.52 0.21 1.39 0.23 1.44 0.24 1.51 0.26 1.57

SK 0.22 0.4 0.22 0.48 0.2 0.45 0.21 0.45 0.24 0.49

FI 0.68 1.79 0.69 1.78 0.7 1.81 0.71 1.84 0.72 1.97

SE 0.87 2.26 0.84 2.4 0.84 2.36 0.8 2.43 0.82 2.55

IS 0.65 1.36 0.66 1.34 0.63 1.29 0.65 1.6 0.71 1.68

NO 0.67 1.09 0.71 1.1 0.71 1.06 0.74 1.14 0.76 1.24

CH : : 0.9 2.04 : : 0.91 2.13 : :

UK 0.4 1.11 0.4 1.14 0.41 1.17 0.41 1.19 : :

ME 0.19 0.05 0.17 0.07 0.17 0.19 : : : :

MK 0.27 0.1 0.22 0.09 0.21 0.11 0.23 0.1 0.24 0.1

RS 0.3 0.31 0.32 0.32 0.3 0.36 0.31 0.35 0.29 0.35

TR 0.34 0.51 0.32 0.54 0.31 0.62 0.31 0.68 0.31 0.71

BA : : : : : : 0.11 0.07 : :

RU : : 0.1 0.67 0.1 0.55 0.11 0.63 : :

US 0.36 2.03 0.36 2.08 0.36 2.17 0.37 2.27 : :

CN_X_HK 0.14 1.63 0.15 1.64 0.16 1.66 0.18 1.71 : :

JP 0.38 2.45 0.38 2.5 0.37 2.56 0.37 2.53 : :

KR 0.36 3.1 0.36 3.41 0.37 3.63 0.38 3.72 : :

2020
Country

2016 2017 2018 2019

http://appsso.eurostat.ec.europa.eu/nui/show.do?dataset=rd_e_gerdtot
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Table A16. Total government budget allocations for R&D, 2016–2020 

 
NB: Data unavailable for Albania, Armenia, the Faroes, Georgia, Israel, Kosovo, Morocco, Moldova, 
Montenegro, Tunisia and Ukraine. 
Source: Eurostat, Total government budget allocations on R&D (gba_nasfin07). 

Country 2016 2017 2018 2019 2020 Trend

EU-27 0.66 0.66 0.67 0.68 0.77

BE 0.62 0.66 0.63 0.69 0.74

BG 0.2 0.21 0.2 0.22 0.24

CZ 0.58 0.6 0.62 0.62 0.67

DK 0.91 0.89 0.89 0.89 0.97

DE 0.9 0.92 0.94 0.98 1.1

EE 0.67 0.6 0.71 0.63 0.7

IE 0.27 0.25 0.23 0.23 0.23

EL 0.54 0.5 0.62 0.7 0.89

ES 0.54 0.52 0.52 0.52 0.62

FR 0.63 0.64 0.66 0.63 0.69

HR 0.73 0.71 0.75 0.76 0.78

IT 0.52 0.51 0.51 0.55 0.67

CY 0.32 0.31 0.31 0.35 0.54

LV 0.21 0.22 0.22 0.23 0.27

LT 0.31 0.31 0.29 0.31 0.33

LU 0.6 0.6 0.59 0.61 0.59

HU 0.39 0.35 0.3 0.27 0.53

MT 0.2 0.18 0.2 0.22 0.23

NL 0.7 0.67 0.71 0.69 0.76

AT 0.8 0.78 0.76 0.76 0.87

PL 0.33 0.36 0.29 0.44 0.44

PT 0.38 0.37 0.36 0.35 0.37

RO 0.28 0.19 0.17 0.19 0.18

SI 0.4 0.4 0.42 0.45 0.52

SK 0.37 0.36 0.37 0.38 0.42

FI 0.84 0.83 0.84 0.84 0.97

SE 0.78 0.79 0.78 0.73 0.77

IS 0.93 0.95 0.96 0.91 :

NO 1 1.03 0.98 1.02 1.15

CH : 0.99 0.93 0.95 1.03

UK 0.51 0.52 0.55 0.56 :

MK : : : : :

RS 0.36 0.38 0.37 0.4 0.46

TR 0.35 0.34 0.35 0.35 0.28

BA 0.04 0.04 0.06 0.09 :

RU 0.47 0.41 0.4 0.45 :

US 0.67 0.65 0.7 0.7 0.79

JP 0.66 0.65 0.69 0.76 0.81

KR 1.1 1.06 1.04 1.08 :

https://appsso.eurostat.ec.europa.eu/nui/show.do?dataset=gba_nabsfin07&lang=en
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Table A17. Proportion of researchers in the HES working under ‘precarious’ contracts, by 
sex and family status, 2019 

 
NB: Data unavailable for Albania, Armenia, Bosnia and Herzegovina, the Faroes, Georgia, Israel, Moldovia, 
Montenegro, North Macedonia, Serbia, Tunisia, Türkiye and Ukraine. The EU-27 and EU-28 aggregates are 
calculated as the sums of the values of the EU-27 and the EU-28 respectively. 
Source: European Commission, DG Research and Innovation (2021), She Figures 2021 – Gender in research 
and innovation: Statistics and indicators, Publications Office of the European Union, Luxembourg, pp. 158–
159. 

Men Women Men Women Men Women Men Women

EU-27 4.36 7.24 11.08 10.53 6.39 1.23 18.43 13.83

BE 7.14 11.11 12.50 4.17 0 0 25 18.18

BG 3.39 3.75 0.00 7.69 0 0 13.33 10

CZ 7.23 6.90 13.33 11.11 0 0 12 50

DK 6.14 9.38 6.45 17.39 0 11.11 10.71 23.81

DE 2.44 2.56 11.76 12.50 0 0 23.4 14.29

EE 6.90 0.00 20.00 0.00 0 0 0 10

IE 0.00 2.27 14.29 7.41 33.33 0 9.09 17.65

EL 1.69 11.90 0.00 0.00 20 0 0 12.5

ES 8.09 19.74 22.86 22.22 16.67 0 28.57 16

FR 2.73 4.29 9.09 4.76 16.67 0 20 10.87

HR 1.39 0.00 5.88 3.13 0 0 7.14 0

IT 3.00 1.67 0.00 2.70 0 0 12.5 4.35

CY 8.16 26.32 37.50 50.00 33.33 0 12.5 0

LV 15.00 9.76 0.00 8.33 : 0 20 12.5

LT 11.63 9.43 30.77 23.08 100 12.5 27.27 13.33

LU 7.14 0.00 10.00 0.00 0 0 0 7.69

HU 3.39 11.11 30.77 21.43 : 20 7.14 27.27

MT 9.76 0.00 0.00 0.00 0 0 0 20

NL 0.00 2.86 0.00 4.17 0 0 0 12.5

AT 2.53 0.00 0.00 4.00 16.67 0 0 19.44

PL 2.38 0.00 0.00 0.00 0 0 0 10

PT 6.67 10.77 18.75 12.50 0 0 18.18 15.79

RO 3.61 3.85 2.86 3.70 0 0 0 5.26

SI 3.03 0.00 0.00 16.67 0 0 0 14.29

SK 6.12 7.41 0.00 27.27 33.33 0 13.04 31.25

FI 3.70 1.82 0.00 26.67 0 25 0 0

SE 10.47 11.29 19.44 5.26 0 0 11.11 8.33

UK 0.00 0.00 0.00 5.88 0 0 7.14 18.18

IS 5.00 11.54 6.67 9.09 0 0 0 0

NO 1.14 0.00 9.09 0.00 0 0 7.69 0

CH 1.96 3.57 26.32 15.79 0 0 33.33 27.59

Country
In couple with children In couple without children Single with children Single without children

https://op.europa.eu/en/publication-detail/-/publication/67d5a207-4da1-11ec-91ac-01aa75ed71a1
https://op.europa.eu/en/publication-detail/-/publication/67d5a207-4da1-11ec-91ac-01aa75ed71a1
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Table A18. Proportion of researchers in the HES working under ‘precarious’ contracts, by 
sex and career stage, 2019 

 
NB: Data unavailable for: Albania, Armenia, Bosnia and Herzegovina, the Faroes, Georgia, Israel, Moldova, 
Montenegro, North Macedonia, Serbia, Tunisia, Türkiye and Ukraine. The EU-27 and EU-28 aggregates are 
calculated as the sums of the values of the EU-27 and the EU-28 respectively. 
Source: European Commission, DG Research and Innovation (2021), She Figures 2021 – Gender in research 
and innovation: Statistics and indicators, Publications Office of the European Union, Luxembourg, pp. 160–
161. 

Men Women Men Women Men Women Men Women

EU-27 33.68 26.92 11.12 10.36 4.05 4.4 3.44 5.1

EU-28 29.83 26.66 10.01 9.62 3.14 3.22 2.84 4.13

BE 19.96 21.71 18.67 5.60 5.49 0 1.78 5.56

BG 22.16 0.00 12.42 14.22 0 2.07 0 0

CZ 50.28 43.23 12.19 11.31 3.71 2.55 1.16 0

DK 11.98 4.67 22.07 35.67 1.46 6.81 3 16.45

DE 43.37 24.74 5.82 8.52 4.5 4.08 0 3.41

EE 13.92 34.88 9.34 7.12 0 0 3.72 0

IE 9.81 0.00 23.78 13.30 1.96 3.08 0 5.05

EL 0.00 43.03 25.15 9.46 4.56 5.02 1.22 12.18

ES 40.30 43.70 38.27 30.01 9.92 10.13 11.65 10.31

FR 13.26 20.77 23.55 3.39 1.02 2.45 2.86 6.79

HR 0.00 0.00 19.26 3.11 2.15 0 0 0

IT 39.04 12.46 0.00 7.06 2.01 2.64 4.21 2.65

CY 32,85 100.00 29.33 13.48 10.93 7.95 9.81 8.72

LV 5.93 7.96 51.42 3.06 3.12 9.48 9.69 2.29

LT 38.59 22.40 17.49 37.46 9.52 8.52 7.17 0

LU 0.00 12.44 7.47 0.00 0 0 5.35 0

HU 31.76 40.46 5.48 28.28 7.18 5.97 5.04 10.45

MT 0.00 27.07 0.00 13.63 1.74 4.02 7.66 9.28

NL 0.00 9.12 3.63 7.73 0.97 0 0 0

AT 4.83 18.19 11.55 17.75 0 1.5 1.29 0

PL 66.67 76.53 0.00 0.00 1.1 0 1.48 0

PT 38.51 7.99 9.00 21.52 2.41 9.56 8.24 6.54

RO 61.60 23.76 0.00 4.13 0 0.74 5.03 3.15

SI 4.85 18.44 0.00 2.79 2.19 0 0 4.89

SK 41.61 58.03 8.93 9.19 3.92 5.57 5.93 15.53

FI 31.11 39.06 9.46 5.83 4.16 2.23 3.93 0

SE 39.82 44.15 4.70 4.84 5.46 2.89 9.87 9

UK 0.00 24.31 0.00 5.72 1.28 0 1.46 0

IS 4.76 58.34 0.00 0.00 1.81 1.38 2.4 0

NO 5.44 0.00 12.82 0.00 1 0 1.03 2.29

CH 43.51 36.14 18.36 14.34 2.7 6.54 0 0

Country
R1 R2 R3 R4

https://op.europa.eu/en/publication-detail/-/publication/67d5a207-4da1-11ec-91ac-01aa75ed71a1
https://op.europa.eu/en/publication-detail/-/publication/67d5a207-4da1-11ec-91ac-01aa75ed71a1
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13. Annex 2: Study methodology 

13.1. Assessment of evidence of impact 

The assessment of evidence of impact of EU and national policies on the development and 
implementation of GEPs – and subsequently on gender equality in R&I and R&I quality, 
efficiency and productivity – was supported by qualitative and quantitative methods. The 
definition of impact used in this study reflects the relatively recent development and 
implementation of GEPs in many countries and R&I institutions. Systematic evidence of 
impact is often not yet evident as a result of the short time frame. Limited monitoring and 
evaluation of the outcomes and impact of policies at the EU, national or institutional level is 
also a key barrier to a systematic assessment of impact. The study hence investigated impact 
in a broad sense to encompass both evidence of outputs and outcomes in terms of gender 
equality and R&I quality, efficiency and productivity and evidence linking policies to the 
development, implementation and/or revision of pre-existing GEPs to respond to new 
requirements at the national or EU level (and the various changes this process triggers at the 
institutional level). The following sections briefly describe the methodological approach to the 
study. 

13.2. Secondary qualitative data collection 

The review of qualitative data sources resulted in a list of key recent laws, policies, measures 
and programmes concerning gender equality in R&I implemented at the EU level and in the 
Member States and associated countries (1373), including at the institutional level. Secondary 
qualitative data collection was conducted with three aims: (1) mapping out key GEP and 
gender-equality-supporting initiatives across the countries covered by the study to gather a 
good overview of recent policy developments (during the last decade) and an understanding 
of the broader policy and social context in which initiatives are implemented; (2) supporting 
the selection of case studies; (3) identifying evidence for the analytical impact report together 
with data gaps that need to be considered through primary data collection (interviews and 
the online survey) in order for the study to provide meaningful responses to the key questions 
encompassed in the analytical framework. The data collection process supported the 
synthesis of national-level information about relevant policies and initiatives, in particular their 
benefits, impact and challenges. A literature review of the most relevant studies and reports 
was conducted in parallel. 

13.3. Secondary quantitative data collection 

The analysis of the secondary quantitative data collection provided contextual information on 
the current state of gender equality in R&I across the ERA. Various databases and sources 
that provide data on gender equality in general and data specific to R&I were examined. 
These included Eurostat, EIGE’s Gender Equality Index and Gender Statistics Database, the 
She Figures 2021 report, the OECD database, the European Tertiary Education Register 
database and the EU Care Atlas. 

Indicators in the abovementioned sources were identified and those relevant to the study 
were selected. Data on average European trends and values for 2016–2022 were analysed. 

 

(1373) Countries associated with Horizon Europe and Horizon 2020: Albania, Armenia, Bosnia and Herzegovina, the 
Faroe Islands, Georgia, Iceland, Israel, Kosovo, Moldova, Montenegro, North Macedonia, Norway, Serbia, 
Switzerland, Tunisia, Türkiye, Ukraine and the United Kingdom. 
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The period chosen for this analysis proved to be optimal due to the availability and 
comparability of data. Although Eurostat and other databases provide data from before 2016, 
this is not always the case, and such data are not comprehensively collected for all ERA 
countries. 

This initial database consisted of over 200 indicators. The database was narrowed down by 
selecting only the indicators most relevant to the analysis according to their ability to support 
the research questions related to the following dimensions in the analytical framework of the 
study: contextual factors, general situation of R&I, gender equality in R&I and suitable factors 
to monitor gender equality in R&I across ERA. The analysis focused on two criteria: a 
difference in pp that shows an observably significant disparity between men and women and 
a time trend that showed significant changes (i.e. increases, decreases and stagnations) in 
the value of a certain indicator. 

The data provided cross-country information on the contextual framework of gender equality 
in R&I and supported the analysis by presenting key indicators. This contributed to answering 
several research questions and dimensions of the analytical framework of the study, including 
in relation to the influence of wider contextual framework conditions at the national and EU 
levels on advancing the implementation of GEPs. The indicators most suitable to measure 
the state of play and progress on gender equality in the new ERA were suggested based on 
the analysis. The observations that derived from this analysis were complemented by 
secondary and primary data collected for this study. 

13.4. Key stakeholder interviews 

Stakeholder interviews were one of the main sources of qualitative data. They focused on: 

• recent policy developments regarding GEPs in R&I organisations; 

• the national and EU legislation and policies that are most impactful in terms of providing 
a political and/or financial framework for the effective implementation of GEPs in higher 
education establishments / research organisations / public bodies such as RFOs; 

• the wider contextual framework conditions at the national and EU levels in terms of 
advancing the implementation of GEPs; 

• existing monitoring and evaluation frameworks at the national level of initiatives and 
programmes to promote gender equality in R&I; 

• the key factors that allow for the effective implementation of GEPs in RPOs and RFOs; 

• the impact that EU and national policies and programmes supporting or imposing GEPs 
were expected to have on gender equality in R&I across the ERA and on R&I quality, 
efficiency and productivity; 

• the indicators most suitable to measure the state of play and progress on gender equality 
in the new ERA; 

• the main challenges and gaps for policymakers in advancing inclusive GEPs in the new 
ERA. 
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More than 130 stakeholders and organisations were identified as potentially relevant for the 
interviews. Over 50 organisations and individuals were shortlisted. Using semi-structured 
interview guides, approximately 30 semi-structured interviews were conducted with a range 
of stakeholders at the EU, international and national levels (in addition to the interviews 
conducted for the case studies), including: 

• EU-level institutions/policymakers; 

• researchers in academic institutions / the research community in the EU; 

• European research associations and universities; 

• national R&I agencies and organisations; 

• public and private RFOs; 

• public and private RPOs. 

13.5. Online survey 

Primary quantitative data were also collected through an online stakeholder survey. The data 
served as a basis for descriptive statistical analysis and complemented the data and 
information gathered using other methods. The final questionnaire covered the GEP ‘building 
blocks’ and the GEP thematic areas, such as the dedicated resources (e.g. financial or 
human) needed to implement a GEP, the collection of sex- and/or gender-disaggregated data 
on personnel, and awareness raising / training on gender equality at the institutional level. 
Respondents were also asked to provide examples of activities undertaken in the 
organisation (e.g. good practices, outputs from monitoring activities, evaluation reports) to 
better assess the activities that support GEP implementation. The survey also included 
specific questions targeting organisations and institutions that participated in EU-funded (FP7 
and SWAFS work programme) projects supporting GEP implementation. 

The survey included different questions for (1) organisations that have developed GEPs, (2) 
organisations that are currently developing GEPs, (3) organisations that have not developed 
GEPs but plan to do so in the near future and (4) organisations that have not developed 
GEPs and do not plan to do so. This approach allowed for not only the identification of the 
existence of GEPs at the institutional level, but also an assessment of the underlying drivers 
of setting up a GEP and the main barriers preventing it. The key target audience of the survey 
included public and private HEIs, public RPOs without an educational component, private 
RPOs without an educational component, public RFOs, and ministries and other national or 
regional authorities. 

Table A37. Number of institution contacts collected for each target group 

Target group Number of 
institutions across the 
ERA 

Number of institution 
contacts collected 

Public and private HEIs Approximately 9 500 (a) 562 
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Public RPOs without an 
educational component 

No data 126 

Private RPOs without an 
educational component 

No data 65 

Public RFOs No data, but at least one in each 
participating country 

52 

Total NA 805 

(a) Data based on European Tertiary Education Register. 
NB: NA, not applicable. 
Source: Study consortium, 2023. 

The survey was open for responses between 18 August and 30 September 2022 and was 
distributed through three channels. The invitation to the survey was shared directly with 908 
organisations. The survey received 303 responses, out of which 210 were complete and 93 
were partial. Most of the respondents were public HEIs (see Figure A1). Other types of 
organisations were less common respondents. 

Figure A19. Types of organisations that completed the survey (n = 303) (%) 

 
Source: Survey on Gender Equality Plans in Research and Innovation Organisations, implemented between 
18 August and 30 September 2022. 

Respondents from organisations located in the EU-14 were the most active in the survey, 
followed by the EU-13 and non-EU countries. More details about the shares of respondents 
in each group are provided in Figure A2. 
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Figure A2. Location of organisations that filled in the survey (n = 303) (%) 

 
Source: Survey on Gender Equality Plans in Research and Innovation Organisations, implemented between 
18 August and 30 September 2022. 

Almost a third of respondents had participated in EU-funded projects related to developing 
and implementing GEPs. However, most of the respondents had not participated in these 
projects or did not know if their organisations had participated in such projects (Figure A3). 

Figure A8. Share of respondents whose organisations participated in an EU-funded 
project related to developing and implementing GEPs (n = 303) 

 
Source: Survey on Gender Equality Plans in Research and Innovation Organisations, implemented between 
18 August and 30 September 2022. 

Finally, most of the respondents had a GEP in place in their organisation (see Figure A4). 

Figure A9. Status of GEP in the respondents’ organisations (n = 303) (%) 

 
Source: Survey on Gender Equality Plans in Research and Innovation Organisations, implemented between 
18 August and 30 September 2022. 
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13.6. Case studies 

To gain a deeper understanding of recent developments and impacts of GEPs and 
associated policies in different R&I institutions at the national level and to identify examples 
of impact and promising practices in different areas, five case studies were carried out: 

• benefits of EU funding for GEP development and implementation, including its 
contribution to gender equality in R&I; 

• GEPs in R&I in selected eastern European countries; 

• GEPs in R&I in selected Mediterranean countries (EU-15); 

• the role of funding agencies in promoting GEPs and GEP-associated policies; 

• the impact of GEPs in STEM-focused HEIs and research organisations. 

The five case studies covered 20 countries and 50 institutions of various types, namely: 

• public and private higher education establishments (e.g. universities, colleges, 
institutes); 

• public and private RPOs and RFOs; 

• public bodies (e.g. national authorities, ministries, RFOs, municipalities, public for-profit 
organisations such as certain museums); 

• institutions not included in the legal entity categories covered by the Horizon Europe GEP 
eligibility criterion (e.g. private for-profit R&I organisations, including SMEs, NGOs and 
CSOs). 

The case studies contributed evidence to help respond to the main research questions of the 
study on the topics of: 

• recent developments related to GEPs; 

• key factors allowing for the effective implementations of GEPs; 

• monitoring and evaluation frameworks promoting gender equality in R&I; 

• the impact that EU and national policies and programmes supporting or imposing GEPs 
have on GEP development and implementation, gender equality in R&I and R&I quality, 
efficiency and productivity; 

• main challenges, barriers and gaps hindering institutions and policymakers in advancing 
inclusive GEPs. 

The case studies were selected based on a range of criteria, including: 

• geographical coverage; 
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• type and size of institution; 

• stage of GEP implementation (more or less advanced); 

• performance in terms of gender equality in R&I; 

• effective legislation and policies identified through the primary and secondary qualitative 
and quantitative data collection. 

The selection ensured a balance of types of institutions with varying approaches to GEPs 
and different implementation timelines. The research included desk reviews and interviews 
with key stakeholders. Desk-based research was conducted to gather additional quantitative 
and/or qualitative data. This included examining national-level documentation, such as GEP 
documents published on the institutions’ websites or annual reports on indicators that 
measure progress on gender equality, where available and relevant. Targeted consultations 
with key stakeholders covered several thematic areas: key factors ensuring the effective 
implementation of the GEPs in the institutions; the impact that EU and national policies and 
programmes supporting GEPs have had on gender equality in the institutions (including any 
information on their positive impact on work–life balance and organisational culture, gender 
balance in leadership and decision-making, gender equality in recruitment and career 
progression, the integration of the gender dimension into research and teaching content, and 
measures against gender-based violence (including sexual harassment)); indicators that 
measure the state of play and progress on gender equality; and the main challenges, barriers 
and gaps for the institutions and policymakers in advancing inclusive GEPs. 

The primary focus was on consulting representatives involved in the practical implementation, 
operation and monitoring of GEPs in their institutions and gaining a deeper understanding of 
recent developments regarding GEPs, existing monitoring and evaluation frameworks, the 
main challenges and gaps encountered, etc. Key types of stakeholders included senior 
managers and leaders of institutions, managers, research and teaching staff, human 
resources managers and management staff (e.g. in smaller organisations), equality 
representatives (e.g. equal opportunities officers, equal participation officers, member of 
gender diversity committees / offices / task forces) and Horizon Europe project coordinators. 

13.7. Benchmarking study 

The identification of initiatives for the benchmarking study was based on desk research, 
including targeted searches, reference tracking and rapid evidence review. Desk research 
was guided by identifying key (legislative/policy/programmatic) initiatives from outside the EU 
that support GEPs (or interventions similar to GEPs). 

Apart from involving a GEP-like element, the inclusion/exclusion criteria required the 
initiatives to: 

• be implemented outside the EU; 

• concern specifically the R&I sector, or at least encompass the R&I sector; 

• involve one of the following types of interventions – legislative, policy or programmatic; 
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• utilise the systematic, institutional and structural change approach or at least cover 
several gender-equality-related issues to be addressed by organisations implementing 
the initiative; 

• be mature enough in terms of implementation that it would allow for the identification of 
(at least early) outcomes, good practices or longer-term impacts. 

The initiatives selected for the benchmarking study included the following: 

• Athena SWAN, 

• SAGE Cygnet Award, 

• Dimensions: Equity, Diversity and Inclusion Canada, 

• SEA Change programme, 

• NSF Advance programme, 

• EADA in Norway. 

The benchmarking analysis was conducted on the basis of a benchmarking framework, which 
included key research questions related to the context, scope and objectives of the selected 
initiatives, the monitoring and evaluation systems and the impact on gender equality in R&I 
and R&I quality and efficiency. 

13.8. Policy briefs 

A series of seven policy briefs addressed key issues highlighted in the analytical impact 
evaluation report. The policy brief series synthesised the research findings, analysis and 
policy recommendations on key policy areas around GEPs and gender equality in R&I. The 
policy briefs cover: 

• the role of national and EU policies and wider contextual factors in the effective 
implementation of GEPs; 

• monitoring and evaluation of the implementation of the GEP eligibility criterion in Horizon 
Europe; 

• measuring progress at the EU and national levels on inclusive GEPs and gender equality 
policies; 

• gender-based violence, including sexual harassment, in R&I; 

• intersectional approaches to achieving inclusive gender equality – promising practices 
and remaining barriers; 

• the role of organisational structure in ensuring the effective development and 
implementation of GEPs; 

• the role of support from senior leadership in GEP development and implementation. 
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13.9. One-day virtual policy workshop 

A 1-day virtual policy workshop was organised, involving 27 key national-level policymakers, 
stakeholders and experts. The objectives of the workshop were to present and discuss the 
findings of the report and the policy briefs, to bring together key experts to identify good 
practices and possible gaps in current policies and to reach conclusions. 

The policy workshop brought together: 

• EU and national policymakers in the field of gender equality and GEP implementation; 

• representatives from non-associated non-EU countries; 

• EU and national-level stakeholders and experts on GEPs and gender equality policies. 

The workshop agenda focused on the presentation of key study findings and breakout group 
discussions of the impact that EU and national policies supporting/imposing GEPs have on 
effective GEP implementation, of monitoring and evaluation frameworks and of the impacts 
and benefits of the implementation of GEPs. A final plenary session discussed suggested 
recommendations, conclusions and next steps. The findings from the workshop were used 
to update the content of the key study deliverables (the analytical report, the case studies 
and the policy briefs). 
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14. Annex 3: Analytical framework of the study 

Table A38. Analytical framework 

Key research 
questions  

Subquestions Indicative examples of judgement 
criteria / indicators 

Data 
source/method  

1. What are the recent policy 
developments regarding GEPs 
in R&I organisations at EU, 
national (Member States, 
associated countries and 
international examples) and 
institutional levels? 

What are the key (recent) 
policies/legislation/programmes supporting or 
imposing GEPs in R&I organisations at the EU, 
national (including associated countries and other 
international examples) and/or institutional levels 
across the ERA? How do these support: 

• the renewed priority on gender equality set for the 
new ERA; 

• the strategic development of its related policy 
agenda and monitoring framework? 

What are the key determinants of these 
policies/legislation/programmes? 

What are the key differences between the policies 
supporting or enforcing GEPs after September 2020 
when the communication on the new ERA was 
adopted and previous attempts? 

What are their key features (e.g. scope, objectives, 
intersectionality aspects between gender and other 
social categories and equality characteristics, 
geographical coverage, key instruments used, 
implementation strategy/actions, key stakeholders, 
monitoring and evaluation set-up)? 

Who are the key types of stakeholders responsible 
for GEP implementation at the national/organisational 
level? 

Review and assessment of recent policy 
developments 

Number / thematic coverage of policy 
documents / legislation promoting or 
imposing GEPs, gender equality in R&I 
and links to R&I quality and efficiency 

Number of GEPs designed and 
implemented across the Member States 
and associated countries 

Progress on stakeholder 
engagement/collaboration (e.g. capacity 
building, technical assistance) 

Qualitative desk 
research / country 
mapping 

Primary research 
through targeted 
stakeholder 
consultations (e.g. 
interviews) 

Primary and 
secondary 
research for case 
studies 

Virtual policy 
workshop 
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2. Which national and EU 
legislation and policies are the 
most impactful in terms of 
providing a political and/or 
financial framework for the 
effective implementation of 
GEPs in higher education 
establishments / research 
organisations / public bodies 
such as RFOs? 

What key legislation and policies at the national and 
EU levels provide the framework for the 
implementation of GEPs in the establishments / 
organisations / public bodies? 

What recent changes have occurred? What were the 
main drivers? 

Which policies/regulations are new and how do they 
connect to pre-existing ones (e.g. formal GEP 
document, dedicated resources, monitoring and 
reporting, awareness raising, work–life balance, 
gender balance in leadership and decision-making, 
gender equality in recruitment and career progression 
etc.)? 

What key policies in the establishments / 
organisations / public bodies accompany / have been 
prompted by national-/EU-level reforms (e.g. the GEP 
eligibility criterion under Horizon Europe)? What are 
the key instruments that support implementation and 
achieving objectives/outcomes (e.g. financial, 
regulatory, planning instruments)? 

What design features do they have? How are they 
implemented? Have the recent policy changes 
included any innovative approaches? 

Are there any gaps? 

How effective are key legislation and policies at the 
national and EU levels in supporting the 
implementation of GEPs? 

Which are the most effective and why? What 
evidence is available? 

Which targets and/or indicators were included in 
these policies? How do these compare with 
international standards? What evidence is available 
about how these policies reached their targets? 

Review of national and EU policies 
supporting/imposing GEPs 

Review of policy and financial 
frameworks/instruments in place to 
support policy implementation 

Extent/share of additional funding lines / 
programming allocations made available 
for implementing GEPs and/or associated 
policies 

Extent to which policies have 
implementation strategies / are 
implemented in practice 

Review of targets set by policies 
supporting/imposing GEPs and evidence 
about their results (percentage of targets 
reached / progress made) 

Evidence on the way and extent to which 
the pandemic affected GEPs’ / associated 
policies’ implementation 

Evaluative judgement on the basis of all 
evidence collated 

Qualitative desk 
research / country 
mapping 

Primary research 
through targeted 
stakeholder 
consultations (e.g. 
interviews) 

Primary and 
secondary 
research for case 
studies 

Virtual policy 
workshop 
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What are the key success factors for and barriers to 
effectiveness? 

What would be needed to improve the effectiveness 
of GEP implementation? 

What key contextual factors influence the 
achievement of GEP objectives? 

Have there been any unintended effects of the 
implementation of GEPs in the establishments / 
organisations / public bodies? 

Are legislation and policies that provide the 
framework for the implementation of GEPs relevant 
to the existing needs related to gender equality in the 
establishments / organisations / public bodies? 

Are legislation and policies that provide the 
framework for the implementation of GEPs aligned 
with other priorities/policies at the EU, national and 
institutional/organisational levels? How so? 

What are the key costs and benefits related to the 
implementation of policies supporting/imposing 
GEPs? How efficiently are they implemented? 

How has COVID-19 influenced the implementation of 
EU and national policies supporting/imposing GEPs? 
Were there adjustments, targeted policy or 
institutional measures introduced? What were these 
and is there any evidence of their results? 

How do findings across the ERA compare with key 
international examples (e.g. Australia, Canada, 
United Kingdom, United States)? 

3. What is the influence of 
wider contextual framework 
conditions at the national level 
and at the EU level on 

What are the contextual 
conditions/assumption/factors for legislation and 
policies to work as intended in advancing the 
implementation of GEPs? 

Evaluative judgment of types and extent 
of influence of wider framework conditions 
in achieving objectives on the basis of 
evidence collated and analysed 

Qualitative desk 
research / country 
mapping 
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advancing the implementation 
of GEPs? 

At the national level, what is the influence of overall 
gender equality in the labour market, welfare policies 
related to child and dependent care, the innovation 
scoreboard, etc.? 

At the EU level, what is the influence of the ERA 
governance and framework, the Horizon 2020 and 
Horizon Europe framework programme requirements 
and funding opportunities, etc.? 

What other factors influence / are enablers of or 
barriers to the effective, efficient and sustainable 
implementation of GEPs? 

Quantitative 
analysis of 
secondary data 

Primary research 
through targeted 
stakeholder 
consultations 
(interviews, online 
survey) 

Primary and 
secondary 
research for case 
studies 

Virtual policy 
workshop 

4. What are the existing 
monitoring and evaluation 
frameworks at the national 
level of initiatives and 
programmes to promote 
gender equality in R&I? 

To what extent do monitoring and evaluation 
structures and frameworks already exist at the 
national level? Which initiatives/programmes/policies 
that aim to promote gender equality in R&I are these 
for? 

What data are collected, how and by whom? What 
indicators are being used? 

Do they capture the impacts of the intervention 
inclusively (e.g. in relation to intersectionality 
between gender and other social categories and 
equality characteristics (ethnicity, disability, sexual 
orientation, age or socioeconomic status))? 

Are all data used for the purpose for which they are 
collected? Does it reflect the objectives for which they 
are collected? Are there any data needed that are 
missing? 

How are outcomes/impact evaluated and what are 
the results? 

Review of monitoring and evaluation 
frameworks adopted at the national level 
and assessment of the proportion of 
adoption of specific indicators measuring 
gender equality in sectors (including R&I) 

At the national and/or institutional levels, 
clear and effective mechanisms are put in 
place to promote gender equality and 
monitor results 

Evaluative judgement on the basis of all 
evidence collated 

Qualitative desk 
research / country 
mapping 

Primary research 
through targeted 
stakeholder 
consultations (e.g. 
interviews) 

Primary and 
secondary 
research for case 
studies 

Virtual policy 
workshop 



 

392 
 

Who are the key actors/stakeholders in developing 
the monitoring framework and collecting/evaluating 
the relevant information? 

What costs are incurred in setting up the monitoring 
and evaluation system? 

How do findings across the ERA compare with key 
international examples (e.g. Australia, Canada, 
United Kingdom, United States)? 

5. Which are the key factors 
that allow for the effective 
implementation of GEPs in 
RPOs (higher education 
establishments, research 
organisations) and RFOs? 

To what extent is the design of GEPs effective in 
enabling the expected results and impacts? What 
could be improved (e.g. are objectives appropriate for 
the existing needs/problems, are the tools used to 
implement GEPs suited to meeting the intended 
results/outcomes and impacts)? 

To what extent are the activities carried out as part of 
GEP implementation delivered as intended? To what 
extent are they reaching the intended beneficiaries? 

What factors influence the implementation of GEPs in 
RPOs and RFOs?  

Which factors are key to enabling the effective 
implementation of GEPs in RPOs and RFOs? Are 
there any notable differences across these two types 
of organisations? If so, what are these and what 
determines them? 

What type of needs exist at the national level that 
need to be addressed in order to facilitate the 
implementation of GEPs? 

What type of support (e.g. tools, guidance material, 
training) would be helpful in guiding the 
implementation of GEPs in the future? 

Evidence on contribution of, for example: 

• clear and consistent objectives and 
their adequate 
dissemination/promotion among key 
stakeholders/actors 

• the design of the instruments and/or 
the implementation strategy, including 
any innovations 

• institutional/organisational/legal and 
policy context at the country level 

• stakeholder involvement/co-
production/cooperation/buy-in 

• adequate training/preparation of key 
actors with a role in implementing 
GEPs 

• top leadership commitment 

• monitoring and evaluation system, 
including any feedback loops to 
enable early insights about how GEPs 

Qualitative desk 
research / country 
mapping 

Primary research 
through targeted 
stakeholder 
consultations 
(interviews, online 
survey) 

Primary and 
secondary 
research for case 
studies 

Virtual policy 
workshop 
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are implemented and with what 
results 

• other institutional/organisational or 
contextual factors 

Evaluative judgement on the basis of all 
evidence collated 

6. What impact have EU and 
national policies and 
programmes supporting or 
imposing GEPs had on gender 
equality in R&I across the 
ERA? 

What is the evidence base related to the impact of 
EU and national policies/programmes supporting or 
imposing GEPs on gender equality in R&I 
organisations? 

What are the observed changes? How are they 
linked to national policies/programmes supporting or 
imposing GEPs? 

What are the documented/evaluated benefits of the 
implementation of GEPs in terms of gender equality 
in R&I organisations? 

What contribution have GEPs had? What contribution 
have other (associated/pre-existing) policies had? 

What are the documented/evaluated benefits of the 
implementation of GEPs and associated policies in 
terms of gender equality in R&I organisations (e.g. in 
relation to institutional changes, pre-existing 
institutional barriers etc.)? Have they been efficiently 
achieved? Have they triggered any innovative 
approaches to GEP implementation? What could be 
improved? 

Were there unintended or unexpected changes? 

What are the key inputs/tools/activities that have 
enabled the observed changes? What are the key 
barriers to achieving expected changes? 

Evidence of implemented 
strategies/measures following EU/national 
policies supporting/imposing GEPs 

Evidence of whether and how EU/national 
policies supporting/imposing GEPs 
contributed to gender equality in R&I, for 
example: 

• progress achieved on number and 
building block coverage of GEPs / 
associated policies designed and 
implemented across the Member 
States and associated countries 

• progress achieved on implementing 
GEPs / associated policies (including 
formal documents/strategies and 
activities) 

• progress achieved on key indicators 
following introduction of policies (e.g. 
number of women in middle and top 
leadership positions / number of 
women in key institutional positions; 
number of men/women having access 
to strategic organisational resources; 
gender pay gap reduction; number of 

Qualitative desk 
research / country 
mapping 

Quantitative 
analysis of 
secondary data 

Primary research 
through targeted 
stakeholder 
consultations 
(interviews, online 
survey) 

Primary and 
secondary 
research for case 
studies 

Virtual policy 
workshop 
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What (good or less positive) practices have 
emerged? 

Have monitoring and/or evaluation results been used 
or contributed to organisational learning? How so? 

What other factors – aside from EU and national 
policies and programmes supporting or imposing 
GEPs – have / may have affected the observed 
changes? How so? 

Are the national policies and programmes supporting 
or imposing GEPs relevant to gender-equality-related 
needs in R&I organisations across the ERA? 

Are national policies and programmes supporting or 
imposing GEPs in R&I organisations across the ERA 
coherent with other policies being implemented at the 
institutional/organisational level? Are institutional-
level GEP-related policies internally coherent? What 
are the existing synergies and possible 
misalignments/overlaps/contradictions? 

What is the added value of national policies and 
programmes supporting or imposing GEPs for 
supporting/enhancing gender equality in R&I? 

How have different actors/stakeholders in R&I 
institutions been affected by the EU and national 
policies and programmes supporting or imposing 
GEPs? 

How do findings across the ERA compare with key 
international examples (e.g. Australia, Canada, 
United Kingdom, United States)? 

men/women participating in GEP 
activities) 

Evidence of contribution/results of 
different policy approaches used 

Evaluative judgement on the basis of 
evidence collated as to the degree of 
relevance of GEPs / associated policies to 
gender-equality-related needs in R&I 

Evidence of extent of 
alignment/coherence/overlaps/contradicti
ons between EU and national policies 
with those implemented at the institutional 
level, and extent of internal coherence 
between different measures adopted at 
the institutional level 

Evaluative judgement based on evidence 
gathered as to (the extent of) the role 
played by EU and national policies on 
gender equality in R&I (indicating whether 
the same results would not have been 
achieved in the absence of these policies) 

Evidence of enablers, barriers and any 
further support needed 

7. What impact have EU and 
national policies and 
programmes supporting or 
imposing GEPs had on R&I 

What is the evidence base related to the impact of 
EU and national policies/programmes supporting or 
imposing GEPs on R&I quality, efficiency and 
productivity? 

Review of frameworks and activities that 
promote opportunities for women in R&I 
and support higher quality and efficiency 
in R&I practices and outputs 

Qualitative desk 
research / country 
mapping 
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quality, efficiency and 
productivity? 

What are the observed changes? 

What are the documented/evaluated benefits of the 
implementation of GEPs in terms of R&I quality and 
productivity (e.g. enhanced teamwork, increased 
research production, innovation and economic 
impacts)? 

How are they linked to national policies/programmes 
supporting or imposing GEPs? What contribution 
have GEPs / associated policies had? What 
contribution have associated/pre-existing policies 
had? 

Were there unintended or unexpected changes? 

What are the key inputs/tools/activities that have 
enabled the observed changes? What are the key 
barriers to achieving the expected changes? 

What (good or less positive) practices have 
emerged? 

What other factors – aside from EU and national 
policies and programmes supporting or imposing 
GEPs – have / may have affected the observed 
changes? 

Are EU and national policies and programmes 
supporting or imposing GEPs in R&I organisations 
across the ERA coherent with other policies being 
implemented that support improvements in R&I 
quality, efficiency and productivity? 

What is the added value of national policies and 
programmes supporting or imposing GEPs for 
supporting/enhancing R&I quality, efficiency and 
productivity? 

How do findings across the ERA compare with key 
international examples (e.g. Australia, Canada, 
United Kingdom, United States)? 

Evidence of whether and how EU/national 
policies supporting/imposing GEPs 
contributed to R&I quality and efficiency, 
for example drawing on indicators drawn 
from the EFFORTI toolbox to assess 
potential links between gender equality 
and measures at the European, national 
or organisational level in: 

• research, outputs and impacts, 
including the volume of publications, 
patents and international 
collaborations 

• gender-sensitive research, including 
proportion of gender-balanced teams, 
funded projects with a gender 
dimension 

• responsible R&I measures, including 
measures of open access, public 
engagement and education and 
communication activities 

Evidence of the extent of 
alignment/coherence/overlaps/contradicti
ons between EU and national policies that 
support R&I quality and efficiency 

Evaluative judgement based on evidence 
gathered as to (the extent of) the role 
played by EU and national policies in R&I 
quality and efficiency (indicating whether 
the same results would not have been 
achieved in the absence of these policies) 

Evidence of enablers, barriers and any 
further support needed 

Quantitative 
analysis of 
secondary data 

Primary research 
through targeted 
stakeholder 
consultations 
(interviews, online 
surveys) 

Primary and 
secondary 
research for case 
studies 

Virtual policy 
workshop 
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8. Which indicators are most 
suitable to measure the state 
of play and progress on 
gender equality in the new 
ERA? How can they capture 
impact more inclusively? 

What indicators and metrics should the monitoring 
framework that measures progress on gender 
equality in the ERA include going forward (and 
contribute to the ERA Scoreboard and related 
dashboard)? 

What data should be collected? 

What key indicators to analyse performance are 
relevant, robust, readily available, easy to monitor, 
credible and accepted by stakeholders? 

What indicators will enable the collection of data 
relevant to policy monitoring and improvement and 
capture the impacts of the intervention inclusively 
(e.g. in relation to intersectionality between gender 
and other social categories and equality 
characteristics (ethnicity, disability or sexual 
orientation, socioeconomic status, age, etc.))? 

Who are the key actors/stakeholders in developing 
the monitoring framework and collecting the relevant 
information? What provisions are needed to ensure 
their cooperation/commitment? 

What are the costs incurred in setting up the 
monitoring framework? 

Evidence of which indicators are most 
relevant, robust, readily available, efficient 
to set up, easy to monitor, credible and 
accepted by stakeholders 

Evaluative judgement on the basis of all 
evidence collated 

Qualitative desk 
research / country 
mapping 

Quantitative 
analysis of 
secondary data 

Primary research 
through targeted 
stakeholder 
consultations (e.g. 
interviews) 

Primary and 
secondary 
research for case 
studies 

Virtual policy 
workshop 

9. What are the main 
challenges and gaps for 
policymakers to be addressed 
to provide the necessary 
political support to advancing 
inclusive GEPs in the new 
ERA? 

What are the key challenges to achieving the 
objectives of inclusive GEPs at the national and 
institutional/organisational levels? 

What policy actions are needed to support a more 
effective and efficient implementation of inclusive 
GEPs? At what level are they needed (EU, national)? 

What key learnings will support policy actions on 
inclusive GEPs, the renewed priority on gender 
equality for the new ERA and the strategic 

Evidence of barriers, gaps and any further 
support needed in advancing inclusive 
GEPs 

Evaluative judgement on the basis of all 
evidence collated 

Qualitative desk 
research / country 
mapping 

Primary research 
through targeted 
stakeholder 
consultations (e.g. 
interviews) 

Primary and 
secondary 
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development of its related policy agenda and 
monitoring framework? 

research for case 
studies 

Virtual policy 
workshop 
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key policy developments regarding gender equality plans (GEPs) in 
research and innovation (R&I) organisations at the EU, national and 
institutional levels. It focuses on analysing the impact that EU and 
national policies and programmes have had on GEP development and 
implementation, gender equality in R&I across the ERA, and R&I 
quality and efficiency. 
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