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You can type quest ions for  the trainers using the chat funct ion on the
r ight s ide of  the screen;  the moderator wi l l  address the quest ions to
the trainers at  the end of  the session (Q&A session)

The webinar is  being recorded  and wi l l  be made avai lable
afterwards at  the GENDERACTION website  http:/ /genderaction.eu/ 

Useful  background reading and references to relevant sources
are included in PDF of  this presentat ion (which wi l l  be provided
to al l  part ic ipants)  

A feedback form l ink wi l l  be provided in chatbox.  We kindly
ask you to f i l l  i t  in ,  the l ink wi l l  a lso be avai lable after  the
end of  the webinar 

 

Part ic ipants are muted,  to opt imize audio qual i ty

SOME PRACTICAL INFO

http://genderaction.eu/
http://genderaction.eu/
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GENDERACTI         Project  

bringing together representat ives appointed by nat ional
authorit ies in Member States and Associated Countr ies
(HG/SWG GRI members)

set to advance gender equal i ty in R&I and the
implementat ion of  the gender pr ior i ty in the European
Research Area at  nat ional ,  European and internat ional
levels unt i l  2020 and beyond

foster pol icy coordinat ion,  best pract ice exchange and
mutual  learning among more and less experienced
countr ies to develop knowledge and bui ld capacit ies,
competence and know-how

An innovative pol icy community:



TARGET AUDIENCE

PROJECT ACTIVITIES
Map and analyse Members States’  progress
towards implementation of gender equal ity in R&I
through nat ional  ERA act ion plans and strategies

Del iver training events  to bui ld consistent and
professional  capacity in gender equal i ty in R&I

Provide  mutual  learning opportunit ies (through a variety
of training events and other mutual  learning activit ies)
to maximize exist ing experience among pol icy makers and
other relevant stakeholders

     among responsible nat ional  representat ives and    
     Horizon 2020 National  Contact Points

Prepare policy briefs  on advancing gender equal i ty in ERA
Build new col laborations  to advance gender equal i ty in
international  cooperation in science,  technology and
innovation

National  level
National  authorit ies ( incl .  research
attachés,  c iv i l  servants) ,  Horizon 2020/
Horizon Europe NCPs ,  RFOs,  RPOs
 

European level
SWG GRI
European Inst i tut ions (European
Commission,  European Parl iament,
Competit iveness Counci l )

 

Global level

Research community
EIGE,  The ERA Stakeholder
Plaftorm, ERA-NET-
GENDERNET, Projects of
cultural  and inst i tut ional
change

Bodies for  internat ional
cooperat ion (UN, OECD, etc . )



IMPACT

Developing a methodology  to measure progress   in  the
implementat ion of  pr ior i ty 4 gender equal i ty and gender
mainstreaming

Consistent and professional  capacity   to implement ERA
roadmap pr ior i ty 4 among responsible nat ional  representat ives 

Coordination of efforts  of  Member States in pr ior i ty 4

Enhanced expertise   in  gender equal i ty and gender
mainstreaming among key stakeholders ( including NCPs
and RFOs most notably) ,  with a part icular  focus on the
relat ively inact ive countr ies

Consistency   between nat ional  gender equal i ty
strategies in research and innovat ion and Horizon
2020

Shift  in the  imbalance between the proactive and
relatively inactive countries   in  Europe



Gender
in Horizon
Europe



NOVELTIES OF HORIZON EUROPE
(in comparison with Horizon 2020)

intersectionality (broader understanding of discrimination)
integration of GENDER DIMENSION into R&D: a requirement BY

public bodies: GENDER EQUALITY PLAN (GEP) by 2022  - eligibility criterion
specific funding for inclusive GEPs, gender studies and intersectional 

European Innovation Council (EIC) - target of 40% women-led companies 

GENDER BALANCE IN RESEARCH TEAMS (ranking criterion), evaluation panels,
boards and expert groups 

DEFAULT across the whole programme (award criterion)

research

invited to pitch their projects, a target of 50% women among members of advisory
structures, a prize for women innovators and a dedicated initiative to support
women-led start-ups



Basically...

el igibi l i ty cr iter ion (GEP)

gender dimension by default  (award criter ion)

gender balance of research teams (ranking
criterion)

"Benef ic iar ies must also take al l  measures to
promote equal opportunit ies between men and
women  in  implementing the act ion and,  where
appl icable,  in l ine with their  gender equal ity
plan.  They must aim to achieve,  to the extent
possible,  a gender balance at al l  levels of
personnel assigned to the act ion (crosscutt ing
prior i ty ,  general  annexes)" 

4 levels on which gender comes into play under HE:



Introduction



WHY A PLAN ?

- common  for  top R&D inst i tut ions and/or compulsory  in
some EU countr ies

condit ions and inclusive environment
- requirement for  funding
- transparency

- better  qual ity  of  management and  HR work
- prevention  of  ' imbreeding'  and/or harassment 

+ correlat ion with excel lent research and
innovat ive potent ia l  

-  tool  of  sustainable change  towards fairer  work 



Objectives
Measures/activit ies 
Indicators (impact)
Targets
Timeline
Division of responsibi l i t ies

Unique:  type of  inst i tut ion,  s ize,  social ,  legal  and
histor ical  context ,  new document,  intersect ional i ty 

= a hol ist ic plan tai lored by and for an inst i tut ion,  containing:

 

GENDER EQUALITY PLAN (GEP)



THEMATIC
AREAS 
OF WORK

WORK-LIFE BALANCE &
ORGANISATIONAL CULTURE 

GENDER BALANCE IN LEADERSHIP
& DECISION-MAKING

GENDER EQUALITY IN
RECRUITMENT & CAREER
PROGRESSION
 
INTEGRATION OF THE GENDER
DIMENSION INTO RESEARCH &
TEACHING CONTENT

MEASURES AGAINST GENDER-
BASED VIOLENCE INCLUDING
SEXUAL HARASSMENT



Minimum process-related
requirements (building blocks)

� Publical ly avai lable
� Dedicated resources (people/t ime/money)
� Data col lect ion and monitoring
� Trainings - capacity bui lding



Cycle

EVALUATION
&

MONITORING

ANALYSIS
(AUDIT) 

DESIGN 
& 

PLANNING
IMPLEME-
NTATION 



Conditions  for success
knowledge  of  inst i tut ion & context + avai labi l i ty of data  
committment of top management
gender equal i ty off icer  & internal  expertise 
strategy for  communication,  negotat ion,  and awareness rais ing
t ime  for  preparat ion & audit  
participatory approach  ( t ransformational  network)
clear  object ives,  targets,  and measures
indicators  for  M&E
f inancial  resources
external  expertise
sustainabi l i ty  –  implementat ion of  GEP into current processes and
documents + strategic goals 
f lexibi l i ty  in  change process (revised GEP)
strategy for  deal ing with resistances



crucial  part  of  substant ia l  and successful  plan
consider how you wi l l  present the topic/act iv i t ies/project
at  your inst i tut ion
include as many people from different posit ions as
possible
part ic ipatory or  co-creat ional  approach

Communication

clear visual style & custom bookmark on the organization's website
continuously analyse which strategies were effective and had an impact, what
obstacles you encountered and what will need to be changed considering the
communication style

TIPS



Updates on eligibility criterion
transition period: calls for proposals with deadline in 2021 

self-declaration  of institutions that GEP is implemented and it meets 

if selected for funding following evaluations, there is a period until

random checks from European Comission
if all the minimum requirements are met and the recommended areas

only applicable for public bodies, research organisations or higher
education institutions (not for private ones, NGOs etc.)
GEP does not have to be in English (BUT if you have international pool

(no retroactivity) - applicable for 2021 calls BUT with deadline in 2022

the minimal requirements ("building blocks") at proposal stage

Grant Agreement signature to confirm a GEP is in place

are covered, another strategic document can be considered as a GEP 

of  employees or/and students, it is recommended)



break



EXAMPLES
& GOOD
PRACTICE 



Work-life balance & organizational culture

fund to support staff  who care for chi ldren or others to attend
conferences

chi ld care services
kindergartens & playroom (short-term babysitt ing)
babysitt ing for staff  and students part ial ly funded by university
babysitt ing at events organised by the university

on parental  leave - continuous academic updates 
returning from parental  leave - offered a teaching-free
period

For parents and people with caring responsibi l i t ies:

University of Warwick,  UK

Universität Konstanz (University of Konstanz),  Germany

University of Southern Denmark



compulsory awareness rais ing and gender sensit iv i ty
trainings,  removing stereotypes through capacity
bui lding,   gender-sensit ive communicat ion

emphasis on gender-sensit ive language and balance
in visual  representat ion

expl ic i t  support  from the management of  the
inst i tut ion for  gender equal i ty 

creat ion of  a posit ion or unit  with specif ic
responsibi l i ty  regarding gender equal i ty
problematics 

Organizational  culture & symbolic order

https://eige.europa.eu/publications/gender-sensitive-communication/practical-tools-checklists-and-summary-tables


Gender
balance 
in decision
making &
leadership

one of the priorit ies of European Commission for European
Research Area

specif ic trainings for women (who are under represented)
to support leadership ski l ls  mentoring,  coaching

specif ic funding for women al lowing them to be freed
from teaching and to focus intensively on research and
publication 

sett ing targets or quotas for the proportion of
women in leadership (or decision-making) posit ions

 
Ghent University:  40/60 % gender-balanced
representation of Board of Governors (highest
body),  facult ies are required to have at least one
male and one female candidate 



Gender equal ity in recruitment & 
career progression

open position advertising
gender sensitive language describing the position (possibly 

actively finding and reaching out to possible female candidates 
(or men if underrepresented)
possible gender balance among candidates selected for interviews 
University of Copenhagen at least one applicant of either sex before a
vacant post can be filled, at least one person of each sex in all appointment
and review committees 
Hungarian Academy of Sciences: the 2 y. extension of age limits for the
researchers who have children under the age of 10 (scholarships,
fellowships and grants)

even the formula 'women are welcome' when underrepresented)



Integration of the gender dimension
into research & teaching content

f i rst  to be educated in gender problematics -  trainings and
workshops
integrat ion of  gender dimension into research content is
mandatory for  Horizon Europe projects

Vives University Network:  Guidel ines for  mainstreaming gender in
university teaching
University of  Santiago de Compostela (Spain) :  The pr ize for  the best
integrat ion of  the gender perspect ive into research and teaching

https://www.vives.org/coleccio/guies-per-a-una-docencia-universitaria-amb-perspectiva-de-genere/


tai lor-made compulsory trainings and workshops
off ic ia l  pol icy with a c lear explanat ion of  report ing 
special  posit ion for  report ing and support

Guidel ines of  SciencePo (France)
Oxford University (UK)
University of  Lund (SE) 
Wil l iam & Mary University (USA)

- comprehensively and expl ic i t ly  explained
- off ic ia l  pol icy
- everobody needs to become famil iar  with the provis ions and to
become sensit ive to potent ia l  forms of  gender based violence

For inspirat ion vis i t :

Measures against gender-based violence
including sexual harassment

https://eige.europa.eu/sites/default/files/sciencespo_guidelines_on_dealing_with_sexual_harassment_2.pdf
https://www.ox.ac.uk/students/welfare/harassment
https://www.ox.ac.uk/students/welfare/harassment
https://www.staff.lu.se/employment/work-environment-and-health/health-and-wellness/victimisation-and-harassment
https://www.wm.edu/offices/compliance/discrimination_overview/shguidance/index.php
https://www.wm.edu/offices/compliance/discrimination_overview/shguidance/index.php


EXAMPLES OF THE PLAN

SUPERA PROJECT 
GEARING ROLES 
Examples provided and col lected by EIGE
EQUAL-IST

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://gearingroles.eu/
https://www.wm.edu/offices/compliance/discrimination_overview/shguidance/index.php
https://www.wm.edu/offices/compliance/discrimination_overview/shguidance/index.php
https://eige.europa.eu/gender-mainstreaming/toolkits/gear/what-gender-equality-plan-gep
https://equal-ist.eu/gender-equality-plans/


University of Münster 



RESOURCES

GENDERED INNOVATIONS
GENDER EQUALITY IN HORIZON EUROPE
GENDERACTION: HORIZON EUROPE
EIGE: GENDER EQUALITY PLAN
ATHENA SWAN CHARTER 
LERU: IMPLICIT BIAS IN ACADEMIA
GENDER EQUALITY TRAINING
EUROPEAN INSTITUTE FOR GENDER EQUALITY
GENDER EQUALITY IN ACADEMIA AND RESEARCH

https://genderedinnovations.stanford.edu/
https://ec.europa.eu/info/sites/info/files/research_and_innovation/strategy_on_research_and_innovation/documents/ec_rtd_gender-equality-factsheet.pdf
https://genderaction.eu/horizon-europe/
https://eige.europa.eu/gender-mainstreaming/toolkits/gear/what-gender-equality-plan-gep
https://www.advance-he.ac.uk/equality-charters/athena-swan-charter
https://www.advance-he.ac.uk/equality-charters/athena-swan-charter
https://www.leru.org/files/implicit-bias-in-academia-full-paper.pdf
https://euagenda.eu/upload/publications/untitled-56733-ea.pdf
https://eige.europa.eu/
https://eige.europa.eu/gender-mainstreaming/toolkits/gear


This project  is  funded by the European Union’s
Horizon 2020 research and innovat ion
programme under grant agreement no.741466.

Disclaimer —The views and opinions expressed in this
document are solely those of the project, not those of
the European Commission. The European Commission
is not responsible for any use that may be made of the
information it contains.



Thank you
https://genderaction.eu

Marina Angelaki: mangelaki@ekt.gr
Pavla Araudo: pavla.araudo@gmail.com
Timea Crofony: timea.crofony@gmail.com

https://genderaction.eu/

