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Executive summary

Promoting gender equality and inclusiveness is
a priority of the European Commission’s frame-
work for establishing a more effective and coord-
inated European research area (ERA). It is also
a priority of the Commission’s new key funding
programme for research and innovation (R & 1)
entitled Horizon Europe. The latest edition of
She Figures (European Commission, 2021a) has
made evident that R & [ is still characterised by
significant gender inequalities, although slow
progress is visible. For instance, the proportion
of women among doctoral graduates (48 %) in
the EU-27 is nearly equal to that of men, and
nearly 42 % of all members of academic staff are
women. However, women are still under-repre-
sented among researchers in the business sec
tor (20.9 %), among professors and senior-level
staff in academia (26 %) and in decision-making
positions in higher education (24 %). Gender ine-
qualities are also evident between scientific dis-
ciplines and across the EU Member States. Gen-
der inequalities in R & I do not follow the same
patterns in all countries (European Commission,
2021Db; see also the European Commission’s web
page on She Figures 20217).

There are various reasons why the area of
R & I does not offer a level playing field for re-
searchers, with women in particular facing mul-
tiple barriers in the early stages of their careers
and in their career advancement. Combating
these gender inequalities and barriers to equal
chances for career advancement will contribute
to a fairer R & I system, and has several other
benefits and advantages. Tackling such inequal-
ities can enhance R & I performance through
more gender-diverse teams, which are likely to
reach more creative and innovative solutions
to problems and issues. Furthermore, it can
contribute to more valid and reliable research
methodologies and results, thereby enhancing
the quality and excellence of research. This is
also recognised by Horizon Europe, which re-

European Institute for Gender Equality

quires research proposals to have a sex/gender
analysis integrated into their approach, where
applicable, and has included this analysis as
a criterion for assessing the excellence of these
proposals. Increased gender equality and inclu-
siveness will change the work and study climate
in organisations to one in which people feel
safe, valued and comfortable. This will increase
well-being, work satisfaction and the motivation
of staff, contribute to higher retention rates;
and enable organisations to attract new talent.
Consequently, by promoting gender equality,
broader cultural changes can be triggered in
organisations, which will contribute to a more
flexible, creative and sustainable working cul-
ture and climate.

To reap the benefits of increased levels of gen-
der equality and to tackle the existing inequal-
ities, the European Commission declared that
gender equality and equal opportunities for all
were central values that needed to be upheld in
all R & I policies in the ERA. Therefore, gender
equality is a key priority and cross-cutting is-
sue in Horizon Europe, which requires all public
bodies, research organisations and higher edu-
cation establishments in the Member States and
associated countries to have a gender equality
plan (GEP) in place: having a GEP is an eligibility
criterion for participation in its research frame-
work programme.

The European Institute for Gender Equality
(EIGE) Gender Equality in Academia and Re-
search (GEAR) tool provides concrete and prac
tical guidelines for developing GEPs that are
tailored to an organisation’s specific context


https://ec.europa.eu/assets/rtd/shefigures2021/index.html
https://ec.europa.eu/assets/rtd/shefigures2021/index.html

and conditions, and that are compatible with the
Horizon Europe requirements. Based on prac
tical experience and examples, it provides de-
tailed information on what a GEP is and which
stakeholders should be involved, why gender
equality is important and relevant for organisa-
tions, and how an effective and sustainable GEP
can be developed and implemented in six steps,
from getting started and implementing the GEP
to monitoring and evaluation.

A specific section of the GEAR tool (the GEAR
action toolbox) provides information on prom-
ising practices from organisations that have
already implemented gender equality meas-
ures and/or are planning such measures. It is
a comprehensive collection of measures and
advice from universities, research-performing
organisations and research funding organisa-
tions across the EU-27 that aim to inspire and
motivate others to start their own GEP and
be part of a community of practitioners and
change agents. While some examples are from

Executive summary

organisations with established gender equality
structures, there are also examples from or-
ganisations that have only recently started to
promote gender equality and to develop a GEP.
Finally, in the section entitled where, the GEAR
tool provides up-to-date information on legal
and policy frameworks on gender equality in
R &I in the EU Member States. Indeed, nation-
al contexts are important framework condi-
tions for developing and implementing GEPs.
Strong legal and policy frameworks can sup-
port or even require GEP establishment and
can predefine which objectives and measures
should be implemented.

This publication summarises the main results
set out on the updated GEAR tool website, which
provides a greater level of detail than this guide,
along with further information and resources
(good practice examples, webinars and videos)
targeted at the different needs of research-per-
forming organisations and research funding or-
ganisations not included here.

Gender Equality in Academia and Research. GEAR tool step-by-step guide
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1. What

With the introduction/start of Horizon Europe,
the European Commission made gender equal-
ity plans (GEPs) a basic requirement for partici-
pation in its research framework programme ().
According to the Commission’s definition, GEPs
are a set of commitments and actions that aim
to promote gender equality in an organisation
through a process of structural change.

For a brief introduction to GEPs, watch the vid-
eo produced by the EU-funded project Commu-
nities of Practice for Accelerating Gender Equal-
ity and Institutional Change in Research and
Innovation across Europe (ACT).

The Horizon Europe policy instrument strives to
sustainably transform organisational processes,
cultures and structures within the field of re-
search and innovation (R & I) to combat and re-
duce gender imbalances and inequalities. This
transformation should be holistic and compre-
hensive in the way that it addresses the whole
organisation, engages all relevant stakeholders
and tackles several gender equality issues in
your organisation. Therefore, GEPs should not
focus on promoting career opportunities and
equal access to resources for only one gen-
der; rather, they should be inclusive and target
women and men in all their diversity.

You should also take into account that GEPs are
to be designed as tools for promoting reflection
and learning by encompassing monitoring and
evaluation activities. Finally, a GEP needs to es-
tablish clear responsibilities for different activ-
ities and must specify the general governance
and leadership accountability for steering the

GEP’s implementation and for the GEP's pro-
gress and results.

For more information, watch the video produced
by the EU-funded project Gender Equality in
the European Research Area (ERA) Community
to Innovate Policy Implementation (GENDERAG
TION) on good practice criteria in gender equal-
ity policies in European research.

An effective GEP that drives structural and cul-
tural change towards gender equality in your
organisation should work at the following five
levels. By considering these levels in each of
the main steps of the GEP cycle (see Chapter 3,
which sets out a step-by-step guide; the main
steps are status quo assessment (step 2), set-
ting up a GEP (step 3), implementing a GEP
(step 4) and monitoring and evaluation (step 5)),
you will be able to produce a holistic GEP pro-
moting sustainable change.

1. Structure. Your change process should focus
on organisational policies and practices that
govern, for instance, hiring, promotion and
research assessment, and you should pro-
vide evidence on how they may or may not
contribute to gender inequalities in your or-
ganisation. In addition, ground your gender
equality work in formal organisational struc
tures and governance mechanisms.

2. Personnel. Each organisation has a specific
sociodemographic structure. Make sure that
you are familiar with the structure of the staff

(") The introduction of the GEP eligibility criterion derives from the legal basis for Horizon Europe, which establishes gender equality
as a cross-cutting priority (see Regulation (EU) 2021/695 of the European Parliament and of the Council of 28 April 2021 estab-
lishing Horizon Europe - the Framework Programme for Research and Innovation, laying down its rules for participation and dis-
semination, and repealing Regulations (EU) No 1290/2013 and (EU) No 1291/2013, OJ L 170, 12.5.2021, p. 1; and 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, O L 1671, 12.5.2021, p. 1).
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working in your organisation (or the students
receiving training or the applicants applying
for grants or stipends) and that your GEP
takes this structure into account.

3. Power. Each organisation has a formal, but
also an informal, structure of power and in-
fluence. As described in step 1 of the step-
by-step guide, mapping stakeholders in your
organisation is important for identifying
those who are potential allies or possible
gatekeepers. Keep the power relations within
your organisation in mind when you are de-
signing and implementing a GEP, and when
you are engaging stakeholders.

4. Culture. Organisations also have a specific
culture, which is more than just the working

Box 1. Terms and definitions

1. What

culture and climate; it is also visible in the
values and messages communicated inter-
nally and externally, for instance how wom-
en and men are represented on an organi-
sation’s website and in other communication
materials, as well as how gender equality is
valued in these communications.

5. R & I context. What are the societal and
policy contexts and the regional, national
and international policies governing gender
equality in R & I? What are the main features
of the regional and national R & I system in
which your organisation is embedded? How
can you make use of these framework con-
ditions to strengthen your GEP and to gain
support for your objectives?

The European Institute for Gender Equality (EIGE) Gender Equality in Academia and Research
(GEAR) tool provides definitions of terms related to GEPs. If not stated otherwise, they are
taken from EIGE's glossary and thesaurus, which is a terminology tool focusing on the area
of gender equality. If you cannot find the term you are looking for in the terms and defin-
itions, please consult the EIGE glossary and thesaurus. Note that the GEAR tool follows an
intersectional approach. Intersectionality allows an understanding to be gained of the ways in
which sex and gender intersect with other personal characteristics/identities, and how these
intersections contribute to unique experiences of discrimination; this approach also shapes
responses to these intersections. Within the broad categories of women and men, other add-
itional sociodemographic attributes such as age, socioeconomic background, poverty, race,
ethnicity, location (rural/urban), disability, sexual orientation (lesbian, gay, bisexual, trans-
gender and others) and religion need to be taken into consideration. Therefore, when refer-

ring to women and men, we refer to them always in all of their diversity.

As a matter of principle, you should involve all
stakeholders of your organisation in develop-
ing and implementing a GEP. Their involvement,
which can be direct or indirect (depending on
the stakeholder profile), will create a sense of
belonging that will help overcome challenges
and resistance throughout the process. In this
way, your GEP will represent the diverse needs
and situations of the different areas of your or-

ganisation (e.g. faculties, departments, discip-
lines and funding programmes) and will pro-
mote bottom-up processes (i.e. activities are
proposed and implemented not only at the top
of the organisation, but also by employees or
departments).

Although the organisational structures of Euro-
pean universities, research-performing organ-
isations (RPOs), research funding bodies and
other public bodies differ, there are some sim-
ilarities, and the various types of stakeholders
listed in Sections 1.3.1-1.3.3 can or should be in-

Gender Equality in Academia and Research. GEAR tool step-by-step guide
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1. What

volved in a GEP (if they are present in the insti-
tution). Their responsibilities need to be negoti-
ated, mutually agreed on and made clear from
the very beginning. Their cooperation and en-
gagement are crucial for the successful devel-
opment and implementation of a GEP (for more
information and resources on the impact that
stakeholders can have, see the GEAR section on
success factors for GEPs).

How to involve stakeholders. During the GEP
development phase, stakeholders can be in-
volved through, for example, focus groups,
workshops, group discussions, seminars, inter-
views, written feedback circles or one-on-one
meetings with the team/person responsible for
the development of the GEP. To ensure further
stakeholder involvement, you could think about
establishing structures or processes that pro-
mote participatory, bottom-up or co-creation/
co-design approaches or that consider the local
context. Examples of such approaches include
having GEPs or action plans in place at faculty
level, providing faculties or departments with
the option of choosing their own gender equal-
ity activities that fit their local context, and in-
stalling gender equality committees in which
faculties, departments or other stakeholder
groups (e.g. students, young researchers and
unions) are represented. In addition, you could
establish a gender equality network throughout
the entire organisation.

How to address stakeholders. In the following
subsections, you will find boxes that provide ex-
amples of speaking notes to support advocacy
for gender equality. These short notes (usually
no longer than two paragraphs) aim to pro-
vide persuasive arguments to advance gender
equality in organisations. They can be helpful
for convincing a key staff member or colleague
in just a couple of minutes of the benefits of
working towards gender equality.

These notes are provided here for inspiration.
They are tailored to addressing different staff
profiles, including senior executives, managers
and human resources (HR) teams. It is advisa-
ble to customise your own speaking notes and
to make them fit your institution and the per-
son(s) you will be addressing (see also step 4 of
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the step-by-step guide (Chapter 3) on involving
stakeholders in the implementation of the GEP).
You can also find more information on build-
ing arguments to convince stakeholders in the
‘why’, section of the GEAR tool.

The process of developing a GEP should be led
by the body or person explicitly dedicated to
gender equality work, such as the gender equal-
ity team, officer/office or committee. If you do
not have such structures in place, the process
of establishing them can be part of the GEP.
For more information on gender equality struc
tures and bodies, their role and what should be
considered when establishing them, consult the
GEAR action toolbox.

Other internal stakeholders who should be in-
cluded by the gender equality body are senior
management, middle management and leader-
ship, research and/or teaching staff, administra-
tive/non-academic units and staff (especially the
HR department), and students.

People in senior management are responsible for
governing your organisation. While, in higher ed-
ucation institutions, they can be rectors or chan-
cellors, in research organisations and funding
bodies, they can be board members (or chairs
of the board) or directors. They have the power
to make decisions that target the whole organ-
isation and are therefore very important change
agents when setting up and implementing a GEP.
Therefore, their support and commitment are in-
valuable for success, for example when engaging
other stakeholders and overcoming resistance.

The role of senior management in a GEP is to:

publicly support the principle of gender
equality in/for the organisation;

publicly endorse and sign the GEP, and en-
dorse the structure responsible for its imple-
mentation (e.g. the gender equality team);


https://eige.europa.eu/gender-mainstreaming/toolkits/gear/success-factors-realising-gender-equality-plan
https://eige.europa.eu/gender-mainstreaming/toolkits/gear/why
https://eige.europa.eu/gender-mainstreaming/toolkits/gear/action-toolbox

make available sufficient human and financial
resources to implement the GEP;

participate in the GEP development process
as stakeholders when invited by the unit re-
sponsible for the GEP;

1. What

approve relevant documentation, procedures
and activities supporting structural change
towards gender equality in the organisation;

request reqular updates regarding the im-
plementation of the plan and regarding pro-
gress (by monitoring results) towards gender

equality.

Box 2. Example speaking notes for addressing senior management

International comparison. In [country A], 70 % of research organisations such as ours have set
up a GEP, and their performance in dealing with gender equality is regularly assessed. They now
consider investing in gender equality as a strategic issue and a matter of competitiveness and
excellence. This is also true of some research agencies, which have included scores to that effect in
their reference evaluation frameworks. We should follow that example, and anticipate future trends
in [country B].

Liability. As stated by law, our institution is responsible for preventing and reporting on cases
of sexual harassment. In accordance with EU directives, our national legislation has become very
clear on this matter. We have reported cases of sexual harassment, but have no procedures or
skills to comprehensively deal with them. This is, first of all, terrible for the victims. In addition, if we
want to avoid potential legal liabilities, we should invest in prevention through dedicated proced-
ures, mechanisms and staff training.

Broader organisational change. Our recruitment and internal evaluation procedures have been
described as not being transparent by our policy authority. Meanwhile, our gender equality unit
has detected gender bias in our recruitment and evaluation practices. Tackling this gender bias

could be a good entry point into challenging and upgrading our procedures.

These stakeholders are in charge of the day-to-
day management of your organisation’s units,
for example departments or research groups.
In the context of research organisations, these
stakeholders include faculty deans, heads of de-
partments/institutes and directors of services. In
the context of funding bodies, heads of depart-
ments and programme managers are relevant.
They may have a closer relationship than senior
management with teaching and/or research staff,
students, and funding applicants and reviewers
(depending on the organisation), and can thus be
valuable allies in disseminating the messages of
gender equality work to the local units and in the
practical aspects of implementation.

The role of middle management in a GEP is to:

publicly support the GEP and its activities;

participate in the GEP development/imple-
mentation process as stakeholders when
invited by the entity in charge of the GEP to
contribute their local perspective;

ensure the practical implementation of the
measures, procedures and activities required
by senior management and listed in the GEP;

ensure the integration of a sex/gender di-
mension in research and teaching in their
unit;

instruct the relevant units to provide infor-
mation and data to monitor the implementa-
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1. What

tion of the GEP and progress towards gender
equality.

Box 3. Example speaking notes for addressing middle management

Valuing managers' contributions as agents of change and highlighting their potential
benefits. Our institution has committed to high standards with respect to gender equality and
our rector made a nice speech about this last week. And yet, without your knowledge of the organ-
isation and of the people who work in it, we have no chance of succeeding. You are best placed to
help us detect where there is room for improvement in your area, and to co-create and test effect-
ive solutions with us. By participating in the next meeting, we can make sure that the issues and
topics of your department are addressed and that your staff benefit from the actions.

Internal stimulation. Since our communication department adopted a gender-sensitive commu-
nication, our institution has been quoted as an example at national level;, women colleaques ac
knowledge that their work is better reflected; and news articles about gender equality issues, which
are now more frequently displayed on the website, are the most tweeted and shared on Facebook.
It would be great to develop a similar situation in our departments and faculties and to engage in
discussion with students.

Referring to specific cases of management. If we look at it objectively, the case of harassment
we had to deal with last year has been extremely costly for us. The case was largely commented on
within and outside the institution, we appeared to be insensitive and not proactive, and eventually
our liability was mentioned in legal proceedings. We knew this could happen. Let’s start dealing
with this seriously, by securing expertise, investing in prevention and providing assistance.

For research organisations: Access to funding and competitiveness. Giving attention to the
sex/gender dimension in research content and to gender balance in teams and in decision-making
is extensively referred to in Horizon Europe, and this is reflected in the current work programme.
Seriously tackling these issues in our proposals could increase our competitiveness and our chances
of being funded. Researchers should be involved in this process. We already know about training
sessions to support the integration of gender equality and a gender perspective in proposals, but
let’s create awareness among researchers and project managers. In addition, having a GEP is now
mandatory for all research organisations and public bodies that receive funding, so we should put
that at the top of our agenda.

Internal synergies. Our department of sociology has a rich record in supporting work-life bal-
ance among its academic staff. Did you know that a small fund was created to support childcare
for those with parental responsibilities who wish to actively participate in international projects
and conferences? It contributed to changing the lens through which engaging in dissemination
and other activities that require mobility is perceived. Let's plan a meeting with management and
a few researchers to learn from their experiences.

Staff with research and/or teaching responsibil-
ities can play a ground-breaking role in changing
the way disciplines are taught and research is
carried out. Integrating a sex/gender dimension
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into R & I content and teaching opens up new
vistas and creates new knowledge. Considering
a sex/gender dimension in research can have
a positive and powerful impact on society and



can improve people’s lives. Involving research
and/or teaching staff in the GEP development
process can also lead to a tailor-made GEP that
represents the diverse needs of the different ar-
eas of the organisation and creates a sense of
ownership. Perhaps there are also staff in your
organisation who focus on gender research and
can support the GEP team and implementation
process through their knowledge and experi-
ence. Gender study researchers and scholars,
as well as researchers who are part of structural
change projects or networks, often play a vital
role in developing GEPs. In addition, groups or
representatives of certain categories of person-
nel (e.g. young researchers) should be involved.

The role of research and/or teaching staff in
a GEP is to:

integrate a sex/gender dimension within re-
search and teaching;

1. What

participate in the GEP development process
as stakeholders when invited by the unit re-
sponsible for the GEP to contribute their lo-
cal perspective;

actively participate in the initiatives organ-
ised within the framework of the GEP (e.g.
training on gender-based violence, including
sexual harassment);

instigate change through debating the sta-
tus quo of the organisation and proposing
measures to promote structural change;

organise activities that focus on integrating
a sex/gender dimension into R & I content
and/or that contribute to promoting struc
tural change to advance gender equality in
the organisation.

Box 4. Example speaking notes for addressing researchers

Access to funding, competitiveness and mainstreaming gender knowledge among re-

searchers.

1. As a research centre carrying out research on climate change, we participated in the inter-
national conference held in Paris. Policymakers and non-governmental organisations under-
lined the need to address the prevention and mitigation of climate change impacts from a gen-
der perspective. This eventually materialised in the final agreement signed by 194 countries. We
realised that nobody addressed this issue in our team, and that the societal impacts of climate
change in general were underinvestigated at our institution. We learnt that cross-disciplinary
workshops were organised by a local university to integrate gender in our fields of interest. We
might consider hosting a session and strengthening our ability to address societal challenges

and gender aspects in future project applications.

2. When planning our gender equality strateqy, we realised that, across the university, gender
was central to nearly 10 % of ongoing PhD theses, and that gender was a relevant category for
about 40 % of theses currently being carried out. However, apart from fields related to social
sciences and humanities, we found little evidence of gender-sensitive research. Why could we
not use the pool of knowledge accumulated in some fields or departments in other areas of
knowledge? This would enhance transdisciplinarity, interdepartmental cooperation and know-
ledge circulation. It might also benefit our success rate in accessing public funding, which tends

to decrease with growing competition.

3. Giving attention to the sex/gender dimension in research content and to gender balance in
teams and in decision-making is extensively referred to in Horizon Europe, and this is reflected
in the current work programme. Seriously tackling these issues in our proposals could increase
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1. What

our competitiveness and our chances of being funded. So let’s get active and discuss the topic
in one of our training sessions on gender in research and teaching.

Supporting women'’s contribution to knowledge production. In a field such as ours, laboratory
experiments are time-consuming, and international mobility is a prerequisite for a successful career.
Women might both be given fewer opportunities to contribute to their full potential and be dis-
couraged by external factors (such as work conditions or selection and appraisal criteria) from fully
participating. If we do not change this, it is unlikely that our targets for improving the sex balance
in our institute will ever be met. More change is needed: we need to put in place active schemes to
encourage women'’s participation in collaborative projects and also as project leaders. This implies
making mobility more inclusive and less costly. It may also require the better integration of career
breaks or the provision of longer leave periods in their scientific careers for both women and men.

Awarding gender-sensitive research. Let’s reward research projects or papers actively contrib-
uting to mainstreaming gender knowledge across academic disciplines. All fields should be en-
couraged to contest, and the call for participation should be put in a way that is also appealing
to researchers working in technical fields. The same should apply to awards. The idea would be
to make integrating gender an incentive for excellent and innovative research. Therefore, awards
would not necessarily have to be related to gender issues or gender research itself, but to the fields

of expertise of applicants. This is working well elsewhere. Why not here?

While administrative units and staff are the
focus of GEP efforts in some organisations (e.qg.
funding bodies and public bodies), they may be
overlooked in universities or RPOs. However, in-
cluding their perspective and expertise leads to
a GEP that covers the needs of the whole or-
ganisation, and is crucial for the implementa-
tion and dissemination of the GEP. Therefore,
administrative staff should be included in par-
ticipatory GEP development processes.

Besides the HR department, other important
departments include communications or public
relations departments for awareness-raising and
dissemination purposes, legal and financial de-
partments for feasibility questions, and research
support departments or quality/development de-
partments responsible for teaching and curricula
in order to integrate the sex/gender dimension
into research and teaching. However, the depart-
ments to be considered very much depend on
the structure of your organisation. In addition,
union representatives or work environment units
can support the cause. Funders should pay spe-
cial attention to their R & I analysis department
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for materials and statistics or to their innovation
department to rework funding schemes (de-
pending on their structure, of course).

The HR department is key to promoting structural
and cultural change towards gender equality. This
department can promote unbiased and fairer pro-
cedures and measures that contribute to achieving
a gender-balanced composition of the organisa-
tion's staff. In addition, it can implement measures
that ensure equal career progression and a bal-
anced reconciliation of work and family life.

The role of HR staff in a GEP is to:

participate in the GEP development process as
stakeholders when invited by the unit respon-
sible for the GEP or coordinate the develop-
ment/implementation of the GEP if the work-
ing group is located in the HR department;

collect and report on sex-disaggregated
data on the organisation’s staff in a system-
atic way and deliver relevant data that can be
used as a basis for GEP development;



develop gender-sensitive and gender-specific
indicators to monitor progress towards gen-
der equality in the organisation;

review and/or create recruitment and selec
tion measures and procedures that contrib-
ute to a gender-balanced composition of the

1. What

review and/or set up measures aimed at a bet-
ter reconciliation of professional and family life
and working and caring duties, and a more
gender-sensitive organisational culture;

review and/or introduce a harassment pre-
vention policy and a complaints procedure.

organisation’s staff at all levels;

Box 5. Example speaking notes for addressing HR staff

Valuing HR management as central to any process of change. Our institute applied to this
gender equality scheme upon the initiative of our director. We have made a series of commitments
and emphasised the work of our gender equality unit. Our chances of being selected are high. We
have to be conscious that we are expected to challenge some of our processes, notably regard-
ing recruitment and career management. Our director and their team cannot make this change
happen without the support, expertise and assistance of the HR management department. And
no action related to career management can be planned and undertaken without your knowledge
of the institution. Should we establish a pilot group with your department to diagnose needs and
potential challenges with respect to gender equality? We might also envisage how this gender
equality scheme can fit with your current modernisation efforts regarding HR management.

Securing gender expertise to increase knowledge. Our data collection is quite exhaustive
on aspects such as hiring, career breaks and access to lifelong learning. However, except for staff
categories, we produce few sex-disaggregated data. And, yet, we know that career opportunities
differ for our women and men staff, depending on their position, the scientific discipline and other
factors. These differences are reqularly discussed informally during talks with social partners and
in management meetings in each department. It would be more appropriate to carry out a proper
diagnosis to start solving potential issues reqarding the actual situation, not based on subjective
perceptions or standpoints. Producing such a diagnosis requires external expertise. We have plenty
at hand in the department of gender studies, including people working on career management
and gender equality in the workplace. Shall we convene a meeting on this?

Challenging bias in recruitment and appraisal. We are very selective about the profiles of ap-
plicants. We try to value different skills and experiences, yet we tend to receive fewer applications
from women candidates, and our women staff have slightly lower chances of being promoted.
I think we should consider this in the next review of our process. Perhaps an external audit would
be useful to identify potential gender bias? Are our job announcements appealing irrespective of
the sex of candidates? Do we pay enough attention to career breaks and to different experiences
in research and research management? Let’s clarify this.

Improving work-life balance. Work environments that pay greater attention to work-life bal-
ance are reported to attract more talented researchers and staff and to retain them for longer. The
quality of time spent at work is also meant to enhance productivity and work relationships. Finally,
as women and men still have to cope with family duties to different extents, improving work-life
balance can help women to move up the career ladder and achieve their full potential. We have
developed new tools to select and evaluate people, and to help them develop their skills. However,
we have paid little attention to work-life issues. A survey or a forum could help us in assessing
whether this has had an impact, and to collect innovative ideas about a gender-friendly work or-
ganisation.
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Box 6. Example speaking notes for addressing social partners (e.g. unions)
Improving working conditions through tackling gender inequality.

* Gender equality is not only about complying with legal requirements or individual cases. It also
sheds light on working conditions all along the career path. Recruitment, appraisal, lifelong
learning, evaluation and career management tools can all be considered from a gendered per-
spective and/or have (negative) gender impacts. Challenging gender bias can help us to chal-
lenge other biases about personal circumstances and to unravel intersecting inequalities.

* Gender equality matters for all categories of staff, reaching beyond traditional divisions between
permanent and non-permanent staff, academics and non-academics, etc. It is an objective that
can create engagement, but also resistance, which is better overcome when social partners are
engaged. A gender equality unit can often be perceived as external to social dialogue, but actu-
ally it can be an ally. As we are designing a GEP, we would like you to be a part of the process,
and share your knowledge about working conditions and work relationships with all engaged
stakeholders.

Enhancing social dialogue by achieving gender equality. It depends on the context, but dia-
logue with trade unions and other staff representatives can be quite formal. Be it framed by the
law and/or by a collective agreement, it does not always provide a space for assessing the status
of gender equality or to be innovative. As we are launching what is meant to be a modernisation
of our processes and ways of doing things with regard to gender equality, let’s use this opportunity
as a tool for modernising our social dialogue and making it more inclusive. In addition, gender
bias or prejudices rely on deeply entrenched stereotypes. This requires new ways of sharing ide-
as and communicating with each other. Co-creation and experience-based or participatory tech-
nigues can help us to highlight problems and reach a consensus about solutions.

Box 7. Example speaking notes for addressing staff

Tailored GEP. We are currently in the process of developing our GEP and its main goals and fields
of action. We envisage a GEP that benefits the entire organisation and reflects the different situ-
ations in the institutes and departments. Therefore, we would like to include you in our discussions
and are very interested in your perspective and input. Come to our meeting next week and make
sure your concerns and issues are on the table.

Improving working conditions by tackling gender inequality. Gender equality is not only
about complying with legal requirements or individual cases. It also sheds light on working con-
ditions all along the career path. Recruitment, appraisal, lifelong learning, evaluation and career
management tools can all be considered from a gendered perspective and/or have (negative) gen-
der impacts. Challenging gender bias can help us to challenge other biases about personal circum-
stances and to unravel intersecting inequalities.

Higher education institutions have a major re-
sponsibility in instructing their students at all
levels (from bachelor to PhD level). First, stu-
dents can be integrated as beneficiaries of gen-
der equality work, which includes raising their
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awareness regarding gender-relevant issues in
all disciplines and subject areas, not just gen-
der-based violence and sexual harassment, and
career progression for students interested in
following the academic career path. In addition,



students need to be encouraged and taught to
integrate and apply a gender perspective in and
to their research, as they may become teachers
or researchers themselves. Raising students’
awareness of and sensitivity about gender
equality contributes to changing attitudes, be-
haviours and culture at their higher education
institution and in other spheres of their lives.
They might also have gender biases and/or be
a source of resistance, which needs to be taken
into account and specifically addressed, if nec
essary. Second, some students or a group of
students can also be drivers in the change pro-
cess. Their perspectives and involvement can
be informal, but can also be formally consid-
ered in the GEP, and their responsibilities can be
strengthened by involving them as stakeholders
in the GEP development and implementation
process (e.g. student representatives or student
mentors for future or first-year students).

1. What

The role of students in a GEP is to:

actively participate in the initiatives organised
within the framework of the GEP as benefi-
Ciaries (e.g. training on unconscious gender
bias and activities on gender-based violence,
including sexual harassment);

integrate the sex/gender dimension into re-
search (e.qg. master’s degree and PhD theses);

provide their perspectives in a participatory
GEP development and implementation pro-
cess;

take on responsibilities with regard to gen-
der equality work (e.g. student representa-
tives as members of committees and student
mentors for future or first-year students).

Box 8. Example speaking notes for addressing students

Tailored GEP. We are currently in the process of developing our GEP and its main goals and fields
of action. We envisage a GEP that benefits the entire organisation and reflects the different situ-
ations in the institutes and departments. Therefore, we would like to include you in our discussions
and are very interested in your perspective and input. Come to our meeting next week and make

sure your concerns and issues are on the table.

Study conditions. As a university, we strive for a study environment in which everyone has equal
opportunities. We want to ensure that students on our campus do not have negative experiences
because of their gender and receive an education that takes into account different life realities.
Therefore, we would like to include students in the development and implementation of our GEP.
We would appreciate your attendance at our meeting next month to discuss possible ways for

students to get involved.

Even though a GEP focuses on one organisation,
the stakeholder group may not be limited to the
boundaries of your organisation. Depending on
the organisation, the group of external stake-
holders can be quite broad and can include the
following: audit organisations (e.g. the HR strate-
gy for researchers in the EU or Stifterverband in

Germany); gender experts, consultants or advi-
sory boards; gender research project partners;
individual personal contacts in the academic
community; non-governmental organisations
(e.g. on violence against women); and (inter)na-
tional networks (e.g. university or funding body
networks). Depending on the national context,
political stakeholders, such as ombudspersons
or ministries, can also be valuable stakeholders.
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Learning from and being inspired by others
can be highly valuable for the development and
implementation of a GEP, although you should
not forget that everything has to be adapted
to your own context. Exchange can happen be-
tween individuals (e.g. with a gender equality
officer of another organisation) or in a group
setting, such as (gender equality) networks, for
example communities of practice. Exchanges
with external stakeholders and networks can
also represent an opportunity to spread ideas,
insights and information on gender equality

more broadly to increase the impact on the aca-
demic and/or political system.

The role of external stakeholders and networks
in a GEP is to:

provide mutual support and inspiration and
exchange knowledge, expertise and experi-
ences;

provide an outsider’s perspective;
develop joint initiatives (e.g. national events

and policy lobbying) that have a significant
impact (on the academic system).

Box 9. Example speaking notes for addressing external contacts and networks for

exchange

Exchange and learning potential. We are currently developing our first GEP. I heard you are in
the same situation at the moment. Would you be open to an exchange? I think we could learn from
each other’s experiences and maybe brainstorm on current issues.

Synergies. We have adopted our first GEP and would like to organise a panel discussion on gen-
der-based violence, including sexual harassment, in academia. What do you think about joining
forces and organising an event for both of our universities? Or maybe a national event?

While there are some overlaps between the
stakeholders of funding bodies and the stake-
holders of universities or other research or-
ganisations (i.e. senior management, middle
management, HR departments and non-aca-
demic staff) and therefore some of the above-
mentioned example speaking notes apply, there
are aspects of the set-up of funding bodies
that are different. For example, while the main
source of data (i.e. on staff) at a university or
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other research institution is the HR department,
in funding bodies it is the unit holding all data on
the funding process (i.e. on applicants and re-
viewers), such as the R & I analysis department.
This also means that these departments, as well
as the reviewers, applicants and their research
institutions, are of great importance as external
stakeholders. For more information on how to
integrate gender equality in your funding body,
see the GEAR step-by-step guide for funding
bodies and the GEAR action toolbox section on
gender-sensitive funding procedures.
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Box 10. Example speaking notes for addressing stakeholders involved in the funding
process

Unconscious bias. Even though we, as an organisation, are already committed to the gender
equality cause, it is still threatened by our own assumptions about what women and men are like.
If an applicant speaks very loudly and sells their research very convincingly, you might say ‘HE is
confident’, while if it is a woman applicant you might ask ‘why is SHE so loud?” We should tackle this
issue immediately and organise unconscious bias training for our reviewers.

Responsibility of funders. As research funding bodies, we (partly) shape researchers’ careers
by distributing public money. Therefore, eligibility and assessment criteria need to be designed
in a fair and inclusive manner, avoiding any discrimination based on sex/gender, age, discipline,
ethnic background or working time. A person who has cared for two children for 7 years following
a PhD will not be able to publish as many papers as a person without any care obligations. Many
other funding bodies - such as the EU, the Deutsche Forschungsgemeinschaft (DFG) in Germany
and Science Foundation Ireland - are taking up this mission of shaping research in a more inclu-
sive way. How about we have a meeting next month to discuss the areas in which our funding
programmes already consider this and to identify and discuss where we can become even more
inclusive?

For additional resources on the characteristics of effective GEPs, see the GEAR tool.
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2. Why

Why is gender equality important for R & I? Why
do I need to develop and implement a GEP in
my organisation?

This chapter sets out the reasons for promot-
ing gender equality and its potential bene-
fits, and provides the corresponding relevant
sections in the GEAR tool. In this chapter, you'll
find answers to the following questions.

Section 2.1: what is the Horizon Europe GEP
eligibility criterion?

Section 2.2: how does the European Com-
mission promote gender equality in R & I?

Section 2.3: why do we need structural
change to promote gender equality in R & I?

Section 2.4: what are the benefits of en-
gaging in gender equality work?

For a brief overview, watch the informative video
produced by the EU-funded project GENDERAC
TION on why we need gender equality actions.

For more information on the legal and policy
framework of your country on gender equality
in R &I, see the relevant country information in
the ‘where’ section of the GEAR tool.

With the launch of Horizon Europe - the key
funding programme for R & I - in 2021, a new
eligibility criterion was introduced to strengthen
gender equality as a cross-cutting priority: or-
ganisations applying for Horizon Europe funds
are required to have a GEP in place. For the calls
with submission deadlines in 2022 and beyond,
the GEP eligibility criterion will apply to all parts
of Horizon Europe.
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The following categories of legal entities estab-
lished in EU Member States or associated coun-
tries need to comply with this criterion:

public bodies, such as research funding
bodies, national ministries and other public
authorities, including public for-profit organ-
isations;

higher education institutions, both public
and private;

research organisations, both public and pri-
vate.

According to the Horizon Europe work pro-
gramme (European Commission, 2021c), a GEP
should meet the following requirements:

four mandatory process-related require-
ments at the minimum:

1. public document - a GEP is a formal
document published on your organisa-
tion's website, signed by the top manage-
ment and actively communicated within
your organisation;

2. dedicated resources - a GEP must in-
clude a commitment to provide sufficient
resources and expertise in gender equal-
ity for implementation;

3. data collection and monitoring - a GEP
should be informed by collecting and ana-
lysing sex-disaggregated data on personnel
(and students, for the relevant organisa-
tions), and organisations should report pro-
gress annually based on specific indicators;

4. training - a GEP must include aware-
ness-raising and training activities on
gender equality for the whole organisa-
tion and training on unconscious gender
biases for staff and decision-makers;


https://www.youtube.com/watch?v=_wJDYb2nk2U
https://eige.europa.eu/gender-mainstreaming/toolkits/gear/where

five recommended content-related re-

quirements:

1. work-life balance and organisational
culture;

2. gender balance in leadership and deci-
sion-making;

3. gender equality in recruitment and car-
eer progression;

4. integration of the gender dimension into
research and teaching content;

5. measures against gender-based violence,
including sexual harassment.

See the GEAR action toolbox for more details
on the content-related requirements and, for
more details on the eligibility criterion, see the
frequently asked questions on GEPs in Horizon
Europe and the guidance on GEPs.

In addition to the Horizon Europe eligibility
criterion, which establishes the basic require-
ments for a GEP to set an effective and sustain-
able change process in motion, there are sev-
eral other relevant features of a GEP that you
should know about before you start developing
and implementing your GEP.

A GEP needs to engage the whole organisa-
tion to trigger structural and cultural change
effectively. This means that you should actively
engage a broad set of organisational stakehold-
ers (see the GEAR section ‘Which stakeholders
to involve and how’), ideally in the status quo
assessment and planning phases of a GEP. In
addition, it is also important that you try to link
the GEP to other important strategic ventures
of your organisation (e.g. internationalisation
strategies, research excellence strategies, and
open-access and open data strategies), as this
allows the effective integration of gender equal-
ity into discussions and change processes and
engages stakeholders.

2. Why

A GEP that aims to trigger structural and cul-
tural change within your organisation is an
intervention in a complex system. Although
there are similarities between organisations in
terms of R & [, the following will vary between
organisations: the specific status quo of gen-
der equality, the experiences of gender equality
work and/or organisational change processes in
general, and the legal, policy and sociocultural
contexts. Therefore, your GEP can be inspired
by and built on the experiences of other simi-
lar organisations, but it needs to be tailored to
your organisation.

Stakeholder engagement is a prerequisite for
a successful and effective GEP, but beyond that
a GEP should be developed and implemented
through participatory strategies and efforts.
This means that GEP objectives should not be
established by a small group within the organ-
isation (e.g. the top management or a gender
equality group); instead, it is advisable to de-
velop a GEP through co-creation and co-design
efforts, as this will increase the legitimacy of
the GEP and the support of the GEP by differ-
ent staff categories and, consequently, will en-
sure effective and sustainable GEP implementa-
tion. Please be aware that participatory efforts
and stakeholder engagement should continue
throughout all steps of a GEP.

Ideally, a GEP should be anchored in a change
model or a theory of change that links the
issues identified and causes of gender inequal-
ities in your organisation to specific activities,
targets and desired outcomes - that is, a logic
intervention model showing how structural and
cultural change can be achieved through a GEP
in your organisation. Make sure that your GEP
uses different levers to initiate and sustain the
change process - a GEP focused narrowly on
a single issue is very likely to have only limited
effects. Consult step 3 (see Chapter 3) on how to
design an effective and sustainable GEP if you
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are a research organisation, university or public
body, or if you are a research funding organ-
isation (RFO). Find out more about logic models
for driving change in the toolbox produced by
the EU-funded project Evaluation Framework
for Promoting Gender Equality in Research and
Innovation (EFFORTI).

Through the 2020-2025 EU gender equality
strategy, the Commission will enhance gen-
der mainstreaming by systematically including
a gender perspective in all stages of policy de-
sign in all EU policy areas, both internal and ex-
ternal. The strategy will be implemented using
intersectionality (°) - the combination of gen-
der with other personal characteristics or iden-
tities, and how these intersections contribute
to unique experiences of discrimination - as
a cross-cutting principle (3).

Addressing other inequalities that intersect
with gender may provide efficient leverage for
change and can also inspire comprehensive
measures and strategies. However, it should be
considered that this requires more analytical re-
sources and data, and a broader range of ex-
pertise, than tackling gender separately from
other inequality issues.

Sustainable change towards better gender
equality, diversity and inclusion is the result of
a successfully implemented GEP. Therefore, sus-
tainability needs to be considered throughout
GEP development and implementation. This is
an ongoing, continuous activity and effort, but
it is not necessarily separate from the other
GEP implementation activities. Instead, promot-
ing sustainability should be an integral part of
your day-to-day activities, and a lot of the ad-

vice and suggestions compiled in the GEAR tool
will enhance the sustainability of your GEP: en-
gaging stakeholders and securing leadership
commitment, selecting a mix of specific meas-
ures aimed at cultural and structural change at
different levels of your organisation, and moni-
toring and evaluation activities. All of these
activities will contribute to your work having
a sustainable impact on your organisation. Sus-
tainability is therefore more than just the sum
of all of the parts or activities of your GEP. Read
more on sustainability in step 6 of the step-by-
step guide (Chapter 3) and in the GEAR section
'‘Resistance and common challenges’.

As has been widely reported, the COVID-19
pandemic has had a significant impact on
the working conditions and productivity of re-
searchers and on gender inequalities in R & [,
as well as in society at large. Therefore, con-
sider whether your GEP provides an opportu-
nity to review the impact of COVID-19 on gen-
der equality in your organisation, to anticipate
and prevent the effects of COVID-19 on gender
equality, or to take measures to mitigate the
challenges and impact of the COVID-19 pan-
demic. Some measures to mitigate the impact
of COVID-19 on gender equality are included in
the GEAR action toolbox. In addition, you can
also use the discussions about gender equal-
ity, working conditions and the new ways of
working that have emerged as a result of the
societal and economic impact of COVID-19 as
a lever for change. Although COVID-19 is caus-
ing societal and economic stress and crises, it
is also an opportunity for promoting organisa-
tional change to adapt to new circumstances
and to advance working conditions and work-
ing cultures.

(3) Intersectionality is defined in the EIGE glossary and thesaurus as an ‘analytical tool for studying, understanding and responding
to the ways in which sex and gender intersect with other personal characteristics/identities, and how these intersections contrib-
ute to unique experiences of discrimination’ (https://eige.europa.eu/thesaurus/terms/1263).

(3 Communication from the Commission to the European Parliament, the Council, the European Economic and Social Committee
and the Committee of the Regions - A Union of Equality: Gender equality strategy 2020-2025, COM(2020) 152 final, p.2.
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Gender equality is a core value of the EU. In 2019,
the EU's Gender Equality Index (EIGE, 2021) score
was 67 points out of 100 (EIGE, 2020). This clear-
ly shows that gender equality has still not been
achieved and that considerable efforts are neces-
sary to make progress towards full gender equal-
ity. In the field of R & I, there are persistent gen-
der inequalities, ranging from low numbers of
women students in specific disciplines and scien-
tific fields to an under-representation of women
in top academic positions or on committees and
boards of R & I organisations and of women re-
searchers in companies or start-ups related to
science, technology, engineering and mathemat-
ics (STEM) (European Commission, 2021a). Moreo-
ver, sex and gender analysis is not mainstreamed
into R & I activities, resulting in the generation
of knowledge that neglects the relevance of the
sex/gender dimension and that has to be consid-
ered as gender-blind or gender-biased. However,
the European Commission deems gender equal-
ity an important lever for increasing fairness in
society, boosting the innovation performance of
organisations and triggering economic growth.
Although some progress has been achieved in
gender equality in R & I over the last few years,
She Figures 2021 (European Commission, 2021a)
reported that there are still considerable gen-
der gaps in R & 1. The European Commission
has a long-standing commitment to promoting
gender equality in R & I, which goes back to the
adoption of the Lisbon strategy in 2000 and the
sixth framework programme for R & [ that for-
mally integrated gender mainstreaming.

See the video of Mariya Gabriel, European Com-
missioner, on International Women’s Day 2021.
The video provides an institutional message
containing the information explained at the be-
ginning of this section.

Since 2012, the European Commission’s strategy
on gender equality in R & I in the ERA frame-
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work (European Commission, 2020a) has been
underpinned by three objectives:

1. fostering gender equality in scientific car-
eers;

2. ensuring gender balance in decision-mak-
ing processes and bodies;

3. integrating the gender dimension into
R & I content, that is taking the biological
characteristics and the social features of
women and men into account.

The new framework for the ERA (*) reaffirms
these objectives and will foster diversity and
gender equality in R & I through inclusive GEPs
in coordination with the Member States and
stakeholders. It aims to promote a gender-in-
clusive research culture by enacting sustainable
change in R & I organisations and removing
barriers to women'’s career advancement. The
following effects are expected from the imple-
mentation of the new ERA framework:

increased success and innovation perform-
ance of organisations thanks to greater di-
versity;

greater understanding of sex and gender
specificities;

improved work-life balance, equal access to
opportunities and increased well-being.

In addition, the Council conclusions on the new
ERA (Council of the European Union, 2020) re-
iterate that gender equality is paramount for
Europe to be able to tap into the full potential
of its R & I system. The focus of gender equal-
ity and mainstreaming needs to be boost-
ed through the implementation of GEPs and
the integration of the gender dimension into
R & I content. The Council also invites the Mem-
ber States and research funding bodies to en-
sure that the allocation of research funding is
not affected by gender bias.

() Communication from the Commission to the European Parliament, the Council, the European Economic and Social Committee
and the Committee of the Regions - A new ERA for Research and Innovation, COM(2020) 628 final (https://eur-lex.europa.eu/

legal-content/EN/TXT/PDF/?uri=CELEX:52020DC0628).
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In the 2022-2024 ERA policy agenda (European
Commission, 2021d), the European Commission
emphasises the need to address gender-based
violence in academic settings and to open up
gender equality policies to inclusiveness, inter-
sections with other diversity categories, and
potential grounds for discrimination, such as
ethnicity, disability and sexual orientation. It en-
dorses the priority areas for gender equality es-
tablished by the Ljubljana declaration (Council
of the European Union, 2021):

ensure fair, open, inclusive and gender-equal
career paths in research and consider inter-
sectional perspectives on gender inequal-
ities,

facilitate mutual learning opportunities
through robust form-follows-function gov-
ernance;

address and counteract gender-based vio-
lence;

employ existing and newly developed tools,
such as GEPs, to facilitate systemic institu-
tional change and remove institutional bar-
riers;

support active monitoring and evaluation to
ensure continuous improvement;

leverage synergies to enhance gender equal-
ity achievements within the ERA, but also
within complementary fields, such as the
European higher education area, cohesion
policy funds and innovation ecosystems, and
in international cooperation;

underpin the above priorities and activities
and fully acknowledge gender mainstream-
ing as a horizontal principle.

In line with these policy priorities, gender equal-
ity is also a main cornerstone and cross-cutting
principle of Horizon Europe - the EU framework
programme for R & I funding - and is con-
sidered at three levels:

1. GEPs for public bodies, research organisa-
tions and higher education establishments
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as an eligibility criterion to get access to Hor-
izon Europe funding;

2. integration of the gender dimension into
R & [ content as a requirement by default;

3. increasing gender balance, with a target of
50 % women throughout the Horizon Europe
programme.

As She Figures 2021 (European Commission,
2021a) shows, R & I'is highly segregated by gen-
der and marked by considerable gender gaps.

Women and men tend to concentrate in certain
scientific fields (horizontal segregation). For ex-
ample, while women are more likely to be found
in fields such as social sciences and humanities,
men are more inclined to study, teach and/or
research topics related to engineering or tech-
nology. In addition, top positions are more fre-
quently occupied by men (vertical segregation),
and evidence shows that resources distribut-
ed through research funding are not equally
accessible to researchers of all genders. Watch
the video on gender gaps in science produced
by the EU-funded project ACT.

In addition, the significant sex/gender dimen-
sion often seems to be disregarded in the ap-
proach to and content and analysis of research
and teaching. The result is that the viewpoints,
experiences and needs of half the population
risk being overlooked or dismissed. This also
applies to other intersecting inequalities or
discriminations, which in turn leads to innov-
ations, products, services and policies that are
less than optimal because they are targeted at
and serve only a certain proportion of society.
To better address these issues, recent research
funding programmes, such as Horizon Europe,
are starting to demand the integration into re-
search proposals of a sex/gender/intersectional
analysis as a criterion for research quality.


https://eige.europa.eu/gender-mainstreaming/toolkits/gear/horizon-europe-gep-criterion
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https://eige.europa.eu/gender-mainstreaming/toolkits/gear/integration-gender-dimension-research-and-teaching-content
https://eige.europa.eu/gender-mainstreaming/toolkits/gear/integration-gender-dimension-research-and-teaching-content

Gender inequalities are deeply ingrained not
only in formal organisational policies, processes
and procedures, but also in informal practices,
values and habits of organisations and their
members. The strategic goal of introducing
a GEP is to integrate gender equality into the
regular rules, procedures and practices of a re-
search organisation. Successful implementation
of a GEP will lead to the transformation of an
institution, thus also affecting the organisation-
al culture. It will become part of ongoing pro-
cedures and will have an impact on the entire
organisational system and culture. A GEP is
therefore a strategy whose ultimate aim is to
become dispensable and become part of the
regular rules that gender-equal research organ-
isations follow.

To achieve this, a successful GEP needs to work
at different levels to be effective and transform-
ational: it needs to address the whole organisa-
tion and the organisational structures, proced-
ures and culture that (re)produce gender and
other intersectional inequalities. It is crucial to
identify and act upon the different mechanisms
that need to be changed through comprehen-
sive and holistic approaches. Such institutional
change brings benefits to the organisation as
a whole and to society at large.

For more insights, read the European Commis-
sion’s report on structural change in research
institutions (European Commission, 2011).

Let's take a closer look at some of the issues
that are at stake, and which of them tend to
(re)produce inequalities.

From an early age, we learn to associate sci-
ence with men. Stereotypically, a ’‘scientist’
has the face of a man, with the exception of
fields with a higher proportion of women; in
those fields, the stereotypes about scientists
are more congruent with those about women.
Even in countries where women represent ap-
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proximately half of the nation’s science majors
and employed researchers, men still tend to be
more associated with science than women. Be-
cause women also often hold the stereotypes
about the masculine image of science, this can
lead to a perceived ‘lack of fit" among women,
who then choose to work in a field already pop-
ulated by a lot of women, to leave the R &I field
or to not enter it at all, even though they are
appropriately educated and trained. This con-
tributes to the abovementioned horizontal and
vertical segregation and a lack of role models in
specific disciplines and research fields and po-
sitions.

Prejudiced measures or thoughts based on the
gender-based perception that women are not
equal to men in rights and dignity are called
gender bias. Unconscious or implicit gender
bias is critical and problematic when it is at
play in the assessment and evaluation of peo-
ple (e.g. for election to posts or fellowships or
for the granting of awards) because it impedes
an objective and fair judgement. It is one of
the main causes of gender inequalities in R & 1.
Furthermore, men often benefit from positive
bias, as they are presumed to have higher lev-
els of competence and performance than their
women colleagues, especially in disciplines tra-
ditionally dominated by men.

Although R & 1 is perceived as a field based
on meritocratic principles, research on implic
it bias shows that this is not entirely true, as
selection and promotion processes are influ-
enced by gender bias and other forms of bias.
In addition, implicit bias also affects research
funding bodies and their decision-making
processes, as these processes are often char-
acterised by the same conditions that allow bias
to manifest: time pressure, ambiguous assess-
ment criteria and the evaluation of people in-
stead of proposals and ideas. However, not all
discrimination and disadvantages result from
unconscious bias, as there is evidence that open
discrimination and bias are still present and rel-
evant.
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Take a test to learn more about your own
unconscious bias! This test helps to re-
veal our unconscious biases and how they
drive our daily decisions or how we assess
and treat others. The results will help you
to take specific actions to behave differ-
ently in professional and personal settings
and when interacting with others.

The workplace climate affects productivity, job
satisfaction and intentions to leave or stay at
an organisation. Although progress towards
an equal representation of women and men in
R & lis visible, R & I remains a field that is large-
ly dominated by men, and is characterised by
a masculinised workplace culture and climate
in which women do not feel accepted or that
they belong, and may even feel isolated if they
are exposed to harassment, microaggressions,
ignorant and dismissive behaviour, bullying or
incivility. Gender-based violence and sexual har-
assment are prevalent and largely under-report-
ed in higher education institutions and research
organisations. When such behaviour is not rec
ognised as a serious problem, it has a signifi-
cant impact on individuals' lives and well-being,
and influences their decision to leave the field of
R & I. See the results of the EU-funded project
UnISAFE for more details and empirical evidence
on the prevalence of gender-based violence and
sexual harassment in R & I in Europe.

Furthermore, the culture of R & I is often per-
ceived as competitive, output-focused and even
toxic by women and also by other groups (°).
Other important aspects of workplace culture
and climate are the inequitable distribution of
tasks and support, with women often being
made responsible for administrative or teaching
activities (academic housework), which keeps
them from research work and leads to them
receiving less (informal) support for career pro-
gression. These everyday experiences of unfair

and offensive treatment are described by the
term ‘chilly climate’.

However, workplace climate and culture are not
necessarily uniform throughout an organisation
and can vary between different departments,
institutes or research groups. Leadership has
a large impact on workplace culture and climate
and can shape the tone of communication and
behaviour and change the distribution of tasks,
support and resources.

Watch the ACT video on academic culture for
more information.

Career progression and success in R & I are
based on a model that assumes that research-
ers and employees working in this field do not
have any other responsibilities, commitments or
interests besides their work, that is, no house-
hold duties, care responsibilities or other social
commitments or interests. These ideal work-
ers - mostly men - are not distracted, are avail-
able for work most of the time and can work
long hours. Academic careers are still based
on this model, even though more and more
women are entering the profession and then
leaving because their lives and careers do not
match these requirements.

The careers of women are more often charac
terised by career breaks, reduced working time
and reduced productivity in terms of research
papers. Women and people with non-traditional
career patterns often progress more slowly in
their careers and leave R & [ organisations at
higher rates than men. The image of R & I as
bearing high costs in the form of significant
work-life conflicts may stop people from enter-
ing the R & I field and lead them to seek other
opportunities to develop their talents and pur-
sue their careers. This is why the research sec
tor ultimately loses qualified personnel.

() Atoxic workplace culture is characterised by hostility, gossip, mistrust, power struggles, poor communication, negativity and

selfishness (Fahie, 2019; Sull et al., 2022).

European Institute for Gender Equality


https://implicit.harvard.edu/implicit/takeatest.html
https://unisafe-gbv.eu/the-project/
https://vimeo.com/562474428

Much research is still gender-blind or gender-
biased, and research organisations and high-
er education institutions do not take the sex/
gender dimension as a cross-cutting issue into
account in the training of future generations of
researchers and professionals. Therefore, much
scientific knowledge and innovation have not
been produced using a sex-/gender-sensitive or
intersectional approach or methodology. This
negatively affects the quality of research results
and technologies based on such results. This
happens, for instance, when research results are
extrapolated to the population as a whole, with-
out due consideration of the sample composi-
tion. For example, in medical research, often only
male animals are used in preclinical research on
new drugs (see the case study entitled ‘Prescrip-
tion drugs: Analysing sex and gender’ of the
Gendered Innovations project). However, there
are also examples and good practices from oth-
er disciplines or fields of technology (e.qg. artificial
intelligence, machine learning, robotics, urban
planning, transport technologies and agricultural
technologies) that show why considering a sex/
gender analysis in R & I processes is important
and leads to more valid results. See the Gen-
dered Innovations reports (European Commis-
sion, 2013, 2020b) for more detailed information.

Sex and gender are fundamental determinants
of the organisation of life and society. There-
fore, recognising and taking these differences
into account is paramount in scientific knowl-
edge creation and should be reflected in re-
search funding programmes, R & I content, and
outreach and dissemination activities. Recently,
journals have adopted the sex and gender eg-
uity in research guidelines (Heidari et al., 2016),
which aim to guide authors on how to convey
sex and gender information in the reporting of
study design, data analyses, results and the in-
terpretation of findings. Furthermore, in Horizon
Europe, the integration of a sex/gender analysis
iS a cross-cutting issue and a component of the
excellence criteria for all proposals in all calls.
For more information, see the section on the
sex/gender dimension in research and teaching
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in the GEAR action toolbox and watch the ACT
video on sex and gender analysis.

The impact of the COVID-19 pandemic on gen-
der equality in R & I is being discussed among
different members and stakeholders of the
R & I community. At the time of updating the
GEAR tool (2021), the COVID-19 pandemic was
far from over and it seemed too early to fully as-
sess the impact of COVID-19 on gender equal-
ity in R & I in Europe. However, there are sev-
eral issues related to COVID-19 that should be
observed closely, as they have the potential to
widen the gender gap in R & I in the future:

there is evidence that women have taken up
the majority of additional family care and ed-
ucation responsibilities during the COVID-19
pandemic and related lockdown measures,
resulting in less time for carrying out re-
search, writing publications and writing re-
search proposals;

there is evidence that the COVID-19 pan-
demic has led to a deprioritisation of gen-
der equality objectives and work due to time
constraints and being overloaded with other
activities;

there is evidence that there has been an un-
equal division between women and men of
the responsibility for, and work in, moving the
delivery of teaching and support for students
online, contributing to less time for research.

The impact of the COVID-19 pandemic may be
different for staff of different seniority levels
and contract types, and hence for genders that
are over- or under-represented at particular
seniority levels and in particular contract types.

Attention needs to be paid to the new modes
of working and collaborating through online
tools that have developed as a result of the
COVID-19 pandemic, to see if they reproduce
already existing gender inequalities or even
produce new inequalities in R & [ organ-
isations. There is evidence that women are
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interrupted even more by colleagues in online
conversations than in face-to-face situations.

Research on COVID-19 and its impact on pub-
lic health, society and the economy should
integrate a sex, gender and intersectional
analysis to collect evidence for developing
gender-sensitive policy responses.

Setting up and implementing a GEP requires
strong arguments about the benefits of work-
ing towards gender equality in R & I. These
supporting arguments differ in nature and ex-
tent depending on the situation. They can be
combined in different ways to build the case for
gender equality within your organisation, and to
reach different categories of stakeholders.

The European Commission expects the follow-
ing benefits for the ERA through its commit-
ment to promoting gender equality in R & I:

increased success and innovation perform-
ance of organisations thanks to greater di-
versity,

greater understanding of sex and gender
specificities;

improved work-life balance, equal access to
opportunities and increased well-being.

In the following subsections, you will learn about
these and other positive impacts of gender
equality for R & L. In itself, quoting these broad
areas of impact can help you to build the case
for setting up a GEP for your organisation. The
scope of the arguments to be used should be
adapted to the culture of your organisation. In
particular, you should be cautious about the
uptake and acceptance of performance-related
arguments. While it is widely accepted that
measuring performance matters in R & I, this
framing is not accepted to the same extent in
every context.

European Institute for Gender Equality

Consider broadening and strengthening your
arguments for promoting gender equality by
using arguments related to diversity and inter-
sectionality. This will enable you to show that all
employees, students and applicants will benefit
from better (gender) equality.

As stated in UN sustainable development
goal 5, ‘gender equality is not only a fundamen-
tal human right, but a necessary foundation for
a peaceful, prosperous and sustainable world..
In this sense, the main types of benefits of
gender equality in R & I are set out below.

Gender equality and equal treatment is about
fairness in organisations and in society at large.
Everyone needs to have the same opportun-
ities to participate and contribute meaningful-
ly to R & I, regardless of their gender, ethnici-
ty, social background, age, etc. Committing to
fairness and equality, and introducing organisa-
tional changes to meet these commitments, is
a value in its own right. Increasing the fairness
of organisational processes and practices con-
tributes to more transparency and legitimacy of
decision-making and organisational procedures.
Therefore, increasing fairness and transparency
in R & I can bring additional benefits to individ-
uals and organisations.

Research activities are highly intensive in terms
of human capital. Training qualified and creative
researchers and innovators is costly, and bring-
ing them up to their full potential takes time.
Moreover, research organisations are involved in
intense competition for talent. This also requires
retaining research staff over time and giving
them the opportunity to achieve their personal
and professional objectives and potential.

It has been shown that women are abandoning
their scientific careers in much greater numbers
than men. Described as the ‘leaky pipeline’ of
women in science, this phenomenon has a con-
siderable impact: a loss of knowledge, an organ-
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isational cost, and a reduced and limited perspec
tive in scientific research. It also feeds a vicious
circle: as women leave research in greater num-
bers, research becomes less attractive to women.
Implementing GEPs to promote structural and
cultural change in your organisation can contrib-
ute to attracting and retaining talented women -
or rather diverse talent - in your organisation.

Promoting gender equality in your organisation
can contribute to a more engaging and inclusive
work and study environment, in which people feel
safe, valued and comfortable. This will increase
the well-being, work satisfaction, sense of be-
longing and motivation of staff members in your
organisation, regardless of their gender. Your or-
ganisation will also benefit from these individual
gains in terms of innovation performance, effect-
iveness (see Section 2.4.4) and talent retention.

Building gender-diverse teams helps to secure
a broader set of viewpoints, which can enhance
creativity and innovation - and thus also the qual-
ity of research. In addition, teams with balanced
numbers of women and men tend to perform
better and to exhibit superior dynamics and pro-
ductivity, which is expressed in higher numbers of
publications and citations and in broader dissem-
ination to public audiences. Ensuring diversity in
work teams (in terms of gender, race, nationality,
age, etc.) needs a clear commitment to promot-
ing gender equality with an intersectional focus;
this will create an inclusive organisation that, in
turn, will improve the organisation’s reputation
and will contribute to the organisation retaining
and attracting (new) talent (see Section 2.4.2).

Bringing a gender dimension into R & I content
improves the overall quality of research design,
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hypotheses, protocols and outputs in a large
variety of fields. It makes it possible to address
gender bias and to build more evidence-based
and robust research, and also contributes
to pluri-disciplinarity. As R & [ is increasingly
framed as working for/with society (thereby cre-
ating social impact and benefits) and as contrib-
uting to solving the main societal challenges of
our time, reflecting the diversity of final users,
their needs and boundary conditions from the
early research stages has become a must. Gen-
der blindness (understood as the lack of consid-
eration for gender-related aspects) often comes
with neglecting other relevant social or experi-
ential parameters. Challenging this blindness,
by contrast, creates awareness of a broader set
of variables than sex and/or gender. The COV-
ID-19 pandemic has clearly shown how the in-
tegration of sex/gender analysis into research
not only increases the quality or excellence of
research, but also provides better data and
evidence for developing targeted solutions for
public health, social welfare or economic pol-
icies (for more information, see the COVID-19
case study in the second Gendered Innovations
report (European Commission, 2020b) and on
the Gendered Innovations website). Integrating
sex/gender analysis into R & I thus improves its
quality and also its relevance.

There are different kinds of economic benefits.
First, research is intensive not only in terms of
human capital, but also in terms of funding.
Universities and R & 1 organisations are en-
gaged in fierce competition to access public
funding. Increasingly, this competition is organ-
ised and framed by funding agencies bound to
the objectives of the ERA. Along with other pri-
orities, principles of responsible R & I apply to
the selection of successful applications. Within
this framework, gender equality is increasingly
referred to as a criterion for accessing public
funding. This is clearly the case under the EU
work programmes of Horizon Europe. There-
fore, addressing gender equality in research,
and also adopting a gender lens in research
content and outputs, can improve the competi-
tiveness of universities and R & [ organisations.
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Second, an increasing proportion of research is
directly interested in producing added value in
terms of products, services and policy delivery.
Gender equality also contributes to increased
economic benefits, not only at macro level - in-
dicated by growth in gross domestic product
(EIGE, 2017) - but also at organisational or com-
pany level. The presence of women board mem-
bers is a reliable predictor of the value of a firm,
independent of the type of industry, firm size,
etc. Companies with gender-balanced manage-
ment teams also report more returns on sales,
more invested capital and better financial re-
sults overall. The reasons for these effects are
manifold, but organisations with better gender
equality and diversity are also able to engage
new target audiences, beneficiaries or users/
customers for their products and services, as
they reflect the diversity in these groups bet-
ter. Promoting gender equality in innovation
teams and teams of inventors contributes to
more equal benefits from their innovations/in-
ventions. Gender-diverse teams are perceived
to have better problem-solving skills and in-
creased creativity and are able to take a broad-
er set of needs, expectations and usages into
account in their R & I processes. Therefore, they
are able to develop more valid research outputs
and better innovations that meet the needs of
heterogeneous user groups.

Pursuing gender equality requires involving all
staff categories (including management, re-
search and non-research staff, and students) in
a joint effort to produce change. Collaboration
between all of these categories is an overar-
ching goal that provides an opportunity to en-
hance the sense of community and ownership.

Changes made to achieve gender equality also
bring benefits in terms of transparency and ac
countability, decision-making, career manage-
ment and research evaluation procedures. Re-
search evaluation procedures are often affected
by different sorts of biases and unwritten rules,
which consideration of gender equality helps to
challenge.
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Gender equality can also trigger broader cul-
tural changes that contribute to a more flexible,
creative, inclusive and sustainable work environ-
ment. This can support other strategic change
processes aiming to enhance the competitive
edge and national or international profile of
your organisation. Linking gender equality work
to these strategic objectives and processes of
your organisation is an important factor in the
success of your change process.

All research organisations, universities and fund-
ing bodies are bound to respect certain legal ob-
ligations related to equal treatment and gender
equality. Therefore, even though legal and policy
frameworks vary between countries, breaching
existing regulations can result in fines, legal pros-
ecutions and liability, damaged reputation, a loss
of attractiveness and/or internal conflicts.

Complying with the rules requires resources
and know-how, which are often more easily se-
cured if implementing a gender mainstreaming
strategy (e.g. through sex-disaggregated data
production or monitoring instruments). Invest-
ing in gender equality helps organisations to
comply with legal provisions more comprehen-
sively and proactively.

In recent years, funding bodies have also intro-
duced compliance with specific gender equality
standards as an eligibility criterion. For instance,
the German research foundation DFG introduced
research-oriented standards on gender equality,
applicants to programmes of Science Foundation
Ireland and other Irish research funding bodies
need to have an Athena Scientific Women's Ac
ademic Network gender equality accreditation,
and the European Commission established a GEP
eligibility criterion for Horizon Europe.

Find more information about EU labour law on
the European Commission’s website, and see
the legal and policy frameworks promoting
gender equality in R & I 'in the 27 EU Member
States.


https://eige.europa.eu/gender-mainstreaming/tools-methods/GEAR/action-toolbox
https://eige.europa.eu/gender-mainstreaming/tools-methods/GEAR/action-toolbox
https://eige.europa.eu/gender-mainstreaming/toolkits/gear/success-factors-realising-gender-equality-plan
https://eige.europa.eu/gender-mainstreaming/toolkits/gear/success-factors-realising-gender-equality-plan
https://www.dfg.de/en/research_funding/principles_dfg_funding/equal_opportunities/research_oriented/
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://eige.europa.eu/gender-mainstreaming/toolkits/gear/horizon-europe-gep-criterion
https://eige.europa.eu/gender-mainstreaming/toolkits/gear/horizon-europe-gep-criterion
https://ec.europa.eu/social/main.jsp?catId=157
https://eige.europa.eu/gender-mainstreaming/toolkits/gear/where

Want to know more?

The EIGE Opinion paper on the positive im-
pact of gender mainstreaming in research
and higher education institutions lays out
how the effectiveness of gender equality
work can be optimised and what benefits
can be expected for the organisation.

For a brief overview, watch the informative
video produced by the EU-funded project
GENDERACTION on why we need gender
equality actions.

Listen to the message from Mariya Gabri-
el, European Commissioner, on Interna-
tional Women’s Day on why gender equal-
ity in R & I'is important and how the EU
aims to foster gender equality in Horizon
Europe.

The Norwegian Committee for Gender Balance
and Diversity in Research provides six key rea-
sons why gender equality is beneficial for re-
search organisations, while the League of Eu-
ropean Research Universities (LERU, 2019) has
described how universities can become inclu-
sive research environments and the benefits
that they may be able to reap from this change
effort.

A general overview of benefits has been pro-
vided by Buhrer et al. (2020), who summarised
the multifaceted benefits of gender equality in
R & I, and GENDERACTION (2020) have set out
why promoting gender equality is also good
for innovation performance. In addition, Powell
(2018) explains why diversity and a culture of re-
spect matter in R & L.

2. Why

The European Commission (2011) has described
the main arguments for structural change and
solutions for how to achieve this, while the glo-
bal partnership McKinsey & Company (Hunt et
al., 2018) has set out the business case for inclu-
sion and diversity.

Finally, Pollitzer and Schraudner (2015) explored
how innovation systems can benefit from gen-
der-sensitive approaches to knowledge production.

An article by Buhrer and Frietsch (2020) shows
(based on the German programme for women
professors and the Pact for Research and In-
novation signed in Germany) how investments
in gender equality initiatives not only lead to
increases in the number of women research-
ers, but also change publication patterns.
In addition, Koning et al. (2021) show that, if
R & I teams become more diverse, R & [ results
become more inclusive.

Similarly, Nielsen et al. (2017) provide empir-
ical evidence that links the gender of authors
to the integration of sex/gender analysis in
research papers. They conclude that there is
a robust positive correlation between women'’s
authorship and the likelihood of a study includ-
ing a gender and sex analysis. Campbell et al.
(2013) have also shown that publications of
gender-diverse authorship teams achieve more
citations than publications that have authorship
teams composed of only one gender.

Furthermore, Cheruvelil et al. (2014) set out im-
portant considerations for creating and main-
taining high-performing collaborative research
teams, emphasising the importance of diversity.

Finally, Smith-Doerr et al. (2017) summarised the
evidence, arguments and strategies on how di-
versity matters in science and engineering teams.
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This GEAR step-by-step guide is for all those seek-

equality in RPOs, universities or other public bod-

ing to implement measures in support of gender ies, and for research funding bodies ().

Box 11. Different needs of different users

Using the results of the online survey and three co-creation workshops conducted by EIGE for
the users of the GEAR toolkit, the content and structure of the GEAR tool were assessed, and
differing needs emerged among users. In general, the different framework conditions of RFOs
and RPOs have to be considered; for instance, while the gender equality measures of RPOs
focus on the promotion of gender equality among research staff, those of RFOs focus mainly
on the promotion of gender equality in the allocation of funding (an external dimension). The
number of dimensions of gender equality considered differs enormously between RPOs and
RFOs, and this required the creation of two separate pathways of the toolkit. Another aspectin
which different needs need to be met is sustainability: the survey and workshop participants
agreed that sustainability will become increasingly important as more and more institutions
rely on RFOs, which general have sustainability requirements for funds to be granted. There-
fore, the toolkit needs to meet the different needs of newcomers and advanced users in terms
of their progress towards sustainability, an aspect that was also taken into account in the GEAR
toolkit.

In the online version of the toolkit, two different paths can therefore be followed: one step-
by-step guide for research organisations, universities and public bodies and one step-by-step
guide for RFOs. In this publication, these two different paths are briefly presented.

If you are new to the topic, we recommend
going through the steps one after the other. If
you already have experience with implementing
a GEP, you can jump right to the step you are
interested in for additional information and re-
sources.

The process of developing and implementing
a GEP can be broken down into six different
steps, each requiring specific types of activities
and interventions.

Step 1: getting started. In this step, you will
need to familiarise yourself with the GEP con-
cept and how it fits with the specific context
of your organisation. You also need to iden-

tify and approach potential allies and sup-
porters of a GEP in your organisation.

Step 2: analysing and assessing the sta-
tus quo in your organisation. In this step,
sex-disaggregated data are collected and
organisational procedures, processes and
practices are critically reviewed to detect any
gender inequalities and their causes.

Step 3: setting up a GEP. In this step, you
will need to identify objectives, set your tar-
gets and determine measures to remedy the
problems identified, allocate resources and
responsibilities, and agree on timelines.

(6) This publication summarises the main results set out on the updated GEAR tool website, which provides a greater level of detail
than this guide, along with further information and resources (good practice examples, webinars and videos) targeted at the
different needs of RPOs and RFOs. An extensive amount of the content, which was acquired during the research, is available on
the GEAR tool website. All users are therefore invited to visit the website to access and use all of the resources provided.
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Step 4: implementing a GEP. In this step,
you will implement the planned activities and
undertake outreach efforts to gradually ex-
pand the network of stakeholders support-
ing the GEP implementation.

Step 5: monitoring progress and evalu-
ating a GEP. Through monitoring and evalu-
ation activities, you will assess the implemen-
tation process and the progress achieved
against the aims and objectives identified in

3. How: Step-by-step guide

your GEP. Findings from the monitoring and
evaluation exercise(s) allow you to adjust and
improve your interventions.

Step 6: what comes after a GEP? Based on
the results of steps 4 and 5, you need to de-
velop a new GEP that builds on your experi-
ences, the knowledge you have gained and
your achievements and that also ensures the
sustainability of the efforts begun in previ-
ous GEP implementation rounds.

Box 12. Introducing gender in the work of research funding bodies

The following questions target research funding bodies that want to develop a GEP in order
to increase gender fairness in research funding and to comply with the GEP eligibility criterion
of Horizon Europe.

* Why is gender relevant for research funding bodies?

* What can be done to promote gender equality? In what areas can you become active within
your organisation to promote gender equality? How should you address researchers and
other external stakeholders, such as applicants, reviewers and panel/board members?

In answering these questions below, the aim is to provide a practical guide for research fund-
ing bodies that want to implement a GEP and to improve their evaluation and grant allocation
processes.

Why is gender relevant?

When allocating grants, research funding bodies enable and foster researchers’ careers by
distributing public funds. This money needs to be allocated in a fair and inclusive manner,
avoiding any discrimination based on sex/gender, age, discipline or ethnic background.

With regard to equal chances, the success rates of women and men applicants are usually
discussed. At European level, according to She Figures 2021 (European Commission, 2021a,
p. 257), the funding success rate for women is still 3.9 percentage points lower than that for
men. Lower success rates for women mean lower chances of conducting their own research,
developing their own independent research programme, publishing a research paper or pat-
ent, and applying for further funding or leading positions in the science system. Research
funding bodies have a shaping role when it comes to setting the research agenda in terms of
pushing new research topics or addressing societal challenges. When asking researchers to
systematically analyse data by sex and other social categories or to apply an interdisciplinary
research approach when including the sex/gender dimension in research content, research
funding bodies can establish new quality standards to foster research excellence.

Recently, the discussion has been extended to the wider R & I ecosystem and the phase prior
to applying for funding. Research funding bodies are invited to provide incentives to research
organisations, including universities, for addressing gender equality in a systematic manner,
including the integration of the sex/gender dimension into research content and teaching
(see the Commission’s gender equality strategy) and encouraging more women to apply. In
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this way, research funding bodies can also inspire other research organisations to improve
their policies on gender equality and inclusion. This is even more relevant in the light of the
considerable difference between the proportion of women applicants and the proportion of
women in the pool of potential applicants. In addition, research funding bodies would be well
advised to address potential women applicants and research organisations more actively to in-
crease the pool of women applicants. Research organisations in particular have a gatekeeper
function through sponsoring, selecting and supporting (potential) applicants.

Research funding thus enables careers and determines who carries out what kind of research.
Who gets funded depends on merit and excellence, which are often perceived as neutral con-
cepts measured by metrics and indicators, such as publications, citations or impact points. Re-
search has revealed various bias factors, however. In addition, unconscious bias in the assess-
ment of projects and applicants has been discussed intensively in recent years, focusing on
who assesses applications (how panels/boards are composed), what is assessed (which criteria
are identified), how assessments are carried out (how the peer-review process is organised
and how criteria are applied) and how final funding decisions are taken.

What can be done?

Many research funding bodies have already actively addressed potential bias factors and im-
plemented policies and measures to mitigate gender bias and improve the impact of their
funding schemes on gender equality. They can become active in this work at two levels.

First, funding bodies have the potential to exert leverage on their beneficiaries and stakehold-
ers, for example by setting assessment criteria or by monitoring funded projects. If you want
an overview of potential measures, have a look at Section 3.1.4 or consult the ‘Getting started’
section of the GEAR tool. Gender may play a role at each level of such a funding cycle.

Second, to be able to deal with gender issues, research funding bodies need to become active
at an internal level. Gender capacity-building activities are required to enable staff members
to specify gender equality measures for applicants or reviewers, or to address stakeholders in
a gender-sensitive manner. It is also important to set gender-specific targets and raise aware-
ness, as well as to act as an authentic role model.

More information on specific internal measures for research funding bodies, such as allocating
a funding budget, training staff and building capacities, and on the relevance of gender equal-
ity with regard to external stakeholders (applicants, reviewers and panel/board members) can
be found on the GEAR tool web page.

EIGE's step-by-step guide concerns the system-
atic implementation of gender activities: it de-
scribes the entire GEP process, from planning
to the final evaluation, specifically for RPOs and
RFOs. This guide thus attempts to support both
newcomers and advanced users in the sys-
tematic implementation of gender activities, as
required by the eligibility criterion of Horizon
Europe.
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In step 1, you will find information on how to
prepare for a GEP. Undertaking an assessment
of the status quo as a starting point for plan-
ning measures in your organisation is described
in step 2. In step 3, you will learn what needs to
be taken into account when you set up a GEP,
while, in step 4, the relevant factors for imple-
menting your GEP are highlighted. In step 5,
you will become familiar with indicators that can


https://eige.europa.eu/gender-mainstreaming/toolkits/gear/step-step-guide-funding/step-1
https://eige.europa.eu/gender-mainstreaming/toolkits/gear/step-step-guide-funding/step-1
https://eige.europa.eu/gender-mainstreaming/toolkits/gear/step-step-guide-research-funding

be used to set up the monitoring process. Final-
ly, step 6 illustrates what comes after the com-
pletion of your GEP.

As a first step, you need to understand the
context of your own organisation, starting by
considering your type of organisation: it makes
a difference whether you are trying to imple-
ment gender equality in a university, in a pub-
lic or private research organisation, or in a re-
search funding body.

The consideration of different contextual fac
tors will support you in determining which
objectives and measures can or should be im-
plemented, which arguments for promoting
gender equality might be relevant, and where
you might find support for your activities with-
in your organisation, but also in the regional or
national context.

In addition, for research funding bodies, rele-
vant contextual factors can include the national
research intensity (OECD, 2021), the relevance
of competitive funding in the national innov-
ation system and/or national research policy
goals. Additional indicators, such as the scope
of funding activities (national/regional, applied/
basic, etc.), could also be of relevance (see Sec
tion 3.1.2).

Another important factor is the legal and regu-
latory framework (at EU level and national and
regional policies) within which the institution
operates.

Having an understanding of the context and
dynamics of your organisation allows you to de-
cide where best to find support both within and
outside your organisation. Finding support and
building alliances will be relevant throughout
the entire process.

3. How: Step-by-step guide

Before moving on to the next step in the pro-
cess, it is very helpful to gain a general under-
standing and overview of how a change process
that follows the logic of the gender mainstream-
ing cycle works. It includes the following four
phases:

1. define - analyse and assess the state of
play in the institution in order to identify the
needs to be addressed by the GEP;

2. plan - set out how you will set up the GEP;
3. act - implement the GEP;

4. check - monitor progress and evaluate the
GEP.

Before moving on to the next step in the pro-
cess, it is very helpful to gain a general under-
standing and overview of how the process of
implementing measures for gender equality in
research funding works. The funding cycle pro-
vides an overview of potential measures in the
various steps of implementing a specific pro-
gramme or grant. You can find more informa-
tion on gender-sensitive research funding pro-
cedures through the GEAR tool. The GEAR tool
also provides more detailed descriptions of and
resources for step 1 for RFOs and for RPOs.

The best starting point for developing an ef-
fective set of measures is to have a thorough
understanding of how your organisation is cur-
rently doing regarding the status quo of gen-
der equality. After assessing the status quo of
your organisation, you will have an overview of
its strengths and weaknesses concerning gen-
der equality. Based on these results, you will be
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able to develop clear objectives and a set of tar-
geted measures for your GEP (step 3).

The comprehensiveness of this initial anal-
ysis will depend on the resources available.
Make sure to assess the human and financial
resources that you have access to in order to
undertake this task. This section outlines the
main aspects that you need to consider in order
to analyse and assess the gender equality sta-
tus quo in your organisation.

When deciding who should be involved in per-
forming the analysis, consider the following.

If the structure of your organisation includes
a person or body responsible for support-
ing gender equality (e.g. a gender equality
office/unit), this person or body could take
on the task of performing the initial assess-
ment regarding gender equality in your or-
ganisation. Do not forget to involve gender
experts working in your organisation.

If such a person or body does not exist, or
if they/it cannot take on this task, consider
putting together a small team to undertake
this baseline assessment. The team can be
composed of teaching and/or research staff
and members of the HR department.

In any case, having an explicit mandate from
top management to undertake a baseline as-
sessment is essential for dedicating time, open-
ing doors and obtaining cooperation.

It is useful to be familiar with the general EU
and national legislation and policies regarding
gender equality and non-discrimination, as well
as those that are specific to the field of R & L.
This will allow you to focus your status quo as-
sessment on the relevant legal and policy re-
quirements. It will also back up your rationale to
support your measures.

To start assessing the status quo at your organ-
isation, take a look at existing gender equality
measures within your organisation.

As you may have already guessed, data broken
down by sex are needed to detect any gender
differences. Analysing such data will provide
crucial information for identifying the most
pressing areas that require intervention.

Box 13. Key indicators for R & I organisations

Analysing sex-disaggregated data will provide crucial information for identifying the most
pressing areas that require intervention. For example, if your analysis reveals that the gender
balance is particularly distorted in certain disciplines, efforts may be directed to these areas.

The key indicators you should consider are as follows:

+ staff numbers by gender at all levels, by disciplines, by function (including administrative/
support staff) and by contractual relation to the organisation;
* average number of years needed for women and for men to make career advancements

(per grade);
* wage gaps by gender and job;
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numbers of women and men in academic and administrative decision-making positions
(e.g. boards, committees and juries);

numbers of women and men candidates applying for distinct job positions;

numbers of women and men having left the organisation in the preceding years, specifying
the number of years spent in the organisation;

number of staff by gender applying for / taking parental leave, including how long they took
as leave and how many returned after taking the leave;

numbers of absence days taken by women and by men, differentiated by absence motive
(sick leave, care leave, etc.);

numbers of training hours and/or credits attended/received by women and by men;
numbers of women and men students at all levels and for all disciplines, and academic and
employment outcomes;

proportions of women and men among employed researchers;

proportions of women and men among applicants for research positions and among people
recruited, including by scientific field, academic position and contract status;

proportions of women and men on recruitment or promotion boards, serving as heads of
recruitment or promotion boards, and in decision-making bodies, including by scientific

field.

Of course, this list is not exhaustive and you may want to consider additional quantitative or
qualitative indicators based on your individual situation. You may, for instance, want to collect
data and carry out an analysis that integrates other dimensions besides sex, such as age,
race and ethnicity, disability, sexual orientation and religion. It is important to understand the
intersections between sex/gender and other dimensions, as multiple discrimination can occur
and needs to be tackled. However, be mindful of data protection issues when the number
of staff with particular intersectionalities is very small, leading to data linking and disclosure

issues.

As a first step, check which data are available
from the HR department or another entity with-
in your organisation. However, most likely, you
will need to collect additional data yourself. Fur-
thermore, as you will need to collect these data
annually as part of your GEP monitoring pro-
cess, you should try to standardise your pro-
cess from the beginning. Remember that imple-
menting gender equality is a circular process.

Once you have collected all of the relevant data,
start by producing descriptive statistics (ab-
solute and relative frequencies, etc.) and take
a look at the results. At the end, you need to

assess the implication of these data for your
plan to implement gender equality measures.

The GEAR tool provides more detailed descrip-
tions of and resources for step 2 for RFOs and
for RPOs.

The findings of the initial analysis allow you
to identify the areas of intervention to be ad-
dressed in your GEP. However, not all relevant
areas of intervention can be tackled at the same
time, and some may be more pressing than
others. Set the priorities for your organisation
considering the initial assessment of step 2, the
available resources and, of course, the Horizon
Europe eligibility criterion.
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When developing the GEP, keep in mind that
it needs to be holistic and integrated. This
means that the areas of intervention identi-
fied must be interdependent. There are several
basic elements to be taken into account when
setting up the GEP:

objectives
measures
indicators
targets
timeline
responsibilities.

During the development process, consider how
to connect the GEP to other important strategy
documents and processes of your organisation
to foster the sustainable institutionalisation of
gender equality. In this section, we explain how
these elements are taken into consideration in
the process of setting up a GEP.

A participatory approach will help you to estab-
lish meaningful objectives and measures for the
people involved, while respecting the organ-
isational culture. This will boost participants’
willingness to implement the measures set out
in the GEP. Moreover, it will help you to under-
stand the meaning of gender equality for these
groups. You can use participatory methods
for involving these stakeholders, as suggested
by the ACT co-creation toolkit (Thomson and
Rabsch, n.d.), the Gender Equality Actions in Re-
search Institutions to Transform Gender Roles
(GEARING ROLES) project and the Supporting
the Promotion of Equality in Research and Aca-
demia (SUPERA) project.
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The objectives, targets and measures of your
GEP are more likely to be successfully achieved
and implemented if they are specific, meas-
urable, attainable, realistic and time related
(SMART). When defining the targets and meas-
ures of your GEP, consider the recommended
content-related (thematic) GEP building blocks:

work-life balance and organisational culture;

gender balance in
sion-making;

leadership and deci-

gender equality in recruitment and career
progression,

integration of the gender dimension into re-
search and teaching content;

measures against gender-based violence, in-
cluding sexual harassment.

Embedding your GEP in a logic model can help
you to plan objectives, interventions, desired
outcomes and resources in more detail. It allows
you to better understand how your different
strategies and interventions will work towards
the same goals, interact and reinforce each other.
The EFFORTI toolbox allows you to plan your GEP
or interventions in the framework of a logic mod-
el with the ‘programme theory generator’.

There is no need to reinvent the wheel: there are
numerous sound and successful examples of
measures implemented by other organisations.


https://gearingroles.eu/wp7/
https://www.superaproject.eu/participatory-techniques/
https://efforti.eu/efforti-toolbox-intro

However, a complete replication of such meas-
ures can be ineffective in your organisation. It is
important to assess the context in which these
were carried out. Make sure to adapt the meas-
ures by considering the specificities of your own
context (see step 1) and your own status quo
assessment (see step 2).

Identify existing resources that can serve the
measures you are setting up. Sometimes, small
changes in existing procedures or services
will help to attain the objectives set out with-
out additional costs or much effort. Building
on existing resources also has the advantage
of promoting the institutionalisation of gen-
der-sensitive and/or gender-specific procedures
or activities. Overall, however, the implementa-
tion of the GEP will not work without additional
resources. Start defining and negotiating these
resources during the GEP development phase.

The overall duration of the GEP needs to be
established (e.g. 4 years). Consider that a short
time span means frequent negotiations for the
next GEP, perhaps using up a lot of resources.
A longer time span, on the other hand, may not
allow flexible responses to current needs. It may
also be strategically wise to coordinate the time
frame of the GEP with that of the organisation’s
strategy development.

An agreement needs to be made on the team
that will be involved in the implementation of
the GEP. You need to identify those bodies and
functions in your organisation that need to be
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assigned overarching responsibilities for the
GEP in order to achieve greater sustainability
and accountability. After having decided on the
staff members who will collaborate in this as-
signment and who will have the decision-mak-
ing powers necessary for implementation, clear
responsibilities need to be established. The GEP
should clearly indicate who is responsible for
what and when.

Engaging stakeholders is indispensable during
the set-up phase. The GEP needs to be under-
stood as something more than a piece of paper.
Invest time in explaining the benefits of gender
equality in research organisations. Adapt your
language to the audience you are addressing.
Involve external organisations, stakeholders and
experts in order to build supportive alliances
and increase the visibility of the plan within and
outside the institution so that the engagement
of leaders is enhanced.

The changes to be implemented are expect-
ed to have a long-term impact. To ensure the
sustainability of gender equality measures, it
is important to embed practices in the normal
routines and procedures of your organisation
and to anchor them structurally. In addition,
creating links with other strategic planning pro-
cesses and/or embedding the GEP mandate in
other, broader, strategic documents will contrib-
ute to sustainability.

The GEAR tool provides more detailed descrip-
tions of and resources for step 3 for RFOs and
for RPOs.

Having set up the GEP (see step 3), you are
ready to start implementing it. Organise regu-

Gender Equality in Academia and Research. GEAR tool step-by-step guide


https://eige.europa.eu/gender-mainstreaming/toolkits/gear/rationale-gender-equality-change-research-and-innovation
https://eige.europa.eu/gender-mainstreaming/toolkits/gear/rationale-gender-equality-change-research-and-innovation
https://eige.europa.eu/gender-mainstreaming/toolkits/gear/step-step-guide-funding/step-3
https://eige.europa.eu/gender-mainstreaming/toolkits/gear/step-step-guide/step-3

3. How: Step-by-step guide

lar meetings with the team that is going to be
involved in the implementation of the GEP that
you identified in step 3. These meetings are im-
portant not only to design and plan activities in
a participatory way, but also to discuss the pro-
gress, main achievements and aspects that can
be improved. This will allow you to identify pos-
sible problems and to act proactively on them.

You may consider organising an initial training
session for the team responsible for implement-
ing the GEP, and for other target audiences di-
rectly involved (e.g. managers and HR staff).
Continuous awareness-raising and capacity-
building efforts will maximise your chances for
success and institutionalisation.

In the course of implementing your plan, be
aware that structural change towards gender
equality is not only about implementing the
GEP you have developed. It is also about look-
ing for windows of opportunity for change (e.g.
renegotiating or drafting a statutory document,
strategic plan, etc.) and transforming existing
processes, schemes and bodies, as much as it
is about institutionalising GEP measures. You
might encounter resistance on your way; if so,
consult the SUPERA publication entitled Resist-
ances to Structural Change in Gender Equality
(Ferguson and Mergaert, 2022).

Plan meetings with the GEP support structures
you established in step 3 (e.g. the gender equal-
ity board, hub or gender laboratories) to involve
top management and leadership, HR staff, or
other co-workers you consider relevant but
who are not part of the implementation team.
Continue engaging stakeholders on an ongoing
basis. You could also form a network or com-
munity of practice within your organisation to
bring all people active and interested in gender
equality work together to deepen knowledge,
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exchange experiences and expertise in gender
equality, and support each other in the activi-
ties.

Inform the whole organisation about the ex-
istence of the GEP. Use different channels to
communicate about the plan, its main areas of
intervention and its time frame. Make the GEP
available and easily accessible to the whole
community on the organisation’s website. It can
also be useful to organise a public session to
present the GEP to the organisation’s commu-
nity.

Report on the progress towards gender equal-
ity in your organisation on a regular basis (in
accordance with the monitoring process estab-
lished in the GEP). Consider involving the com-
munications department of your organisation in
this task - this department can have an import-
ant role in gender equality structural change.

The GEP is not static or immutable. Several cir-
cumstances may require modifications, such as
changes in the structure of the organisation
(e.g. due to the appointment of new senior man-
agers) or the introduction of new legislation or
policies that apply to research organisations. In
addition, the priorities of the organisation may
change during the GEP’s time frame. Follow
such events closely and discuss with your team
whether and how the GEP can be adapted.

The GEAR tool provides more detailed descrip-
tions of and resources for step 4 for RFOs and
for RPOs.


https://eige.europa.eu/gender-mainstreaming/toolkits/gear/which-stakeholders-need-be-engaged-gep
https://eige.europa.eu/gender-mainstreaming/toolkits/gear/step-step-guide-funding/step-4
https://eige.europa.eu/gender-mainstreaming/toolkits/gear/step-step-guide/step-4

Monitoring and evaluation are important
parts of the change process. As you know
by now, a GEP will typically address sever-
al issues at once, leading to a complex set of
measures. Nonetheless, effective monitoring
and evaluation instruments are often lacking,
which undermines the transformative poten-
tial of the measures planned. If objectives are
not monitored based on relevant progress,
success or outreach indicators, it is difficult to
assess whether the organisation is actually be-
ing transformed. Having an appropriate moni-
toring and evaluation plan in place, however,
can support the effective implementation of
measures, ensure accountability and enhance
your knowledge and understanding of ongoing
changes. This way, you also know whether your
GEP needs to be adjusted.

Ideally, in step 2, you considered which areas
you wanted to focus on when analysing and
assessing the status quo in your organisation.
In step 3, you then set out SMART targets and
measures addressing these areas. In order to
develop a monitoring and evaluation strategy,
use the status quo assessment as a starting
point. The results of this assessment will estab-
lish the baseline, which will allow you to moni-
tor and evaluate your progress.

In order to develop an effective monitoring
and evaluation strategy, you need to differ-
entiate between monitoring targets and evalu-
ation targets. To understand the difference,
consider the following definitions, used by the
gender equality monitoring tool (Wroblewski
and Eckste, 2018, pp. 3-8) of the EU project Tak-
ing a Reflexive Approach to Gender Equality for
Institutional Transformation (TARGET).

The gender equality monitoring tool defines
monitoring as a continuous process, in which
data are systematically collected in order to
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provide management and key stakeholders with
regular updates on the progress and achieve-
ment of objectives and the use of allocated
funds.

Evaluation, on the other hand, relates to a sys-
tematic and objective assessment of an ongoing
or completed project, programme or policy
based on the monitoring data, which highlights
the lessons learnt, which can be used for the
planning of future measures.

When coming up with a strategy, use the logic
model you identified in step 3 (embedded in
a theory of change): the impact pathway of the
measures implemented will help you to iden-
tify what you want to monitor and evaluate.
Consider the following steps in order to come
up with a monitoring strategy:

identify concrete output indicators;

select appropriate data collection instru-
ments;

come up with a time frame;

plan regular monitoring sessions.
As for creating your evaluation strategy, the
general process will be similar, but some things
need to be considered in more depth:

think about the context;

identify additional impact indicators;

use additional (qualitative) data collection in-
struments;

take your monitoring results into account.

Based on the targets set out in your GEP, specif-
ic indicators need to be developed to establish
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a baseline and monitor progress. Such indica-
tors help to build accountability for the success
or failure of the measures implemented. The
EFFORTI toolbox can support you in identifying
quantitative (and qualitative) indicators to meas-
ure the output, outcome and impact of your
measures.

You may also want to consider breaking down
the data even more and looking into additional
dimensions besides gender: a focus on inter-
sectionality can include looking at individual or
group features, such as a migrant or minority
background, disabilities, socioeconomic status
or risk of poverty, and sexual orientation.

Box 14. Examples of qualitative indicators

Qualitative indicators are especially relevant
for determining whether your desired out-
comes were reached. However, qualitative indi-
cators can also provide additional information
on your progress and help you understand the
dynamics of change (or lack thereof). Qualita-
tive indicators have a huge learning potential.
They support self-reflection and may provide
useful indications for continuous enhancement
of the measures implemented. They may also
provide evidence that change happens and
that gender equality and awareness are not
out of sight.

* Mainstreaming of gender knowledge. This can be measured, for instance, by the rele-

vance given to knowledge creation on gender equality within the organisation, the institu-
tionalisation of gender equality (in the form of dedicated programmes or departments) and
the dissemination of gender equality knowledge across disciplines.

Awareness among different categories of staff and external stakeholders (reviewers,
board/panel members and applicants). This can be measured by the attention given to
gender equality by different categories of stakeholders through communication initiatives,
codes of conduct and activities centred on gender-related aspects.

The uptake of gender equality objectives set out in your GEP. This can be monitored
by observing the participation in and acceptance of your implemented measures and the
(human and financial) resources allocated to support these measures.

The actual transformation towards greater gender sensitivity. This should focus on the
effects on both formal and informal practices of the measures implemented. It may, for
instance, be shown by increased attention being given to women'’s ideas and perspectives
in decision-making mechanisms that are dominated by men. Consider different levels of
hierarchy.

The diffusion of a gender equality culture. This can be measured in terms of changing
working conditions, but also verbal and non-verbal interactions and decision mechanisms
(e.g. seating arrangements in panels). It could be reflected in changes regarding the man-
agement of work-life balance, the awareness of sexual harassment and other aspects of
gender-based violence, non-sexist communication, etc.

Once you have collected and analysed the data, you
will be able to see if there have been any (signifi-
cant) changes since your initial status quo assess-
ment (baseline). You should also assess whether
the monitoring and evaluation targets have been
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met. Discuss the results with your team and draw
conclusions on what they mean for your GEP.
During your monitoring, you might want to check
whether you need to adjust some of your targets
or the way that measures are implemented. Dur-
ing the final evaluation, you need to ask yourself
what you can learn for the next GEP cycle. Finally,
you need to communicate your results.


https://efforti.eu/impact_story

When communicating the impact of your meas-
ures, know that there may be other positive
side effects (or added value) of your imple-
mented measures: the entire process may lead
to a strengthened sense of community; more
transparent recruitment, appraisal and evalu-
ation procedures; stronger pluri-disciplinarity in
research; and improved working conditions in
general. All of this may be uncovered by your
monitoring and evaluation process. In particu-
lar, your final evaluation will demonstrate the
positive dynamics brought about by gender
mainstreaming strategies and their inherent
opportunities. Making these positive side ef-
fects visible can help strengthen your position
and build the foundation for the next GEP cycle.

The GEAR tool provides more detailed descrip-
tions of and resources for step 5 for RFOs and
for RPOs.

A GEP will be concluded at some point. How-
ever, this is not the end of promoting gender
equality in your organisation. It is important to
understand that a GEP is also a quality assur-
ance model in the organisational change pro-
cess. This further development of the organisa-
tion in the direction of gender equality is never
finished.

Based on the findings of the evaluation of the
GEP, it is possible to draw conclusions regarding
the progress made towards achieving gender
equality in your organisation. During the de-
velopment and implementation of the GEP, the
path should already have been set for sustain-
able anchoring of gender equality work in your
organisation. It is likely that the sustainability
of some measures and procedures will already
have been ensured, while others may still re-
quire further action.

Be aware that structural and cultural change is
a long-term process that requires continuous
and repetitive efforts and measures to avoid
a return to former practices and behaviours.
Some measures and activities will need to be
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implemented throughout several GEP cycles -
of course you should consider improving these
measures based on your monitoring and evalu-
ation results.

In addition, the final evaluation may have identi-
fied new areas that require attention. Moreover,
it may be necessary to respond to changes that
have come about since the last GEP cycle out-
side (at political level) and within your organisa-
tion. There may be other important issues on
the agenda that can stimulate or hinder gender
equality work. This is the point at which you
should decide how to continue the efforts un-
dertaken so far and what a new GEP should ad-
dress.

You might also want to think about new topics
in which to integrate gender equality in your
organisation, and strategies to do so. At this
point, we want to give you information about
two strategies that have been implemented
(so far mainly by organisations that have been
working in the field of gender equality for a fair-
ly long period of time): gender budgeting (Sec
tion 3.6.1) and intersectionality (Section 3.6.2).

Why think about gender in a budgeting pro-
cess? A budget is not a neutral instrument;
instead, it reflects the existing distribution of
power in society between women and men. In
the past, budget cycles and procedures were
designed mainly by men, when women did not
have access to public institutions, education
systems or research organisations. Therefore,
budgets are an expression of the male scale of
values, principles, issues and priorities.

Gender budgeting is about identifying ways to
redistribute resources to make management
and financial decisions gender responsive, en-
suring equal opportunities for all members of
the organisation, regardless of their gender.
According to the EIGE gender budgeting toolkit
(EIGE, 2020), gender budgeting involves con-
ducting a gender-based assessment of budgets,
incorporating a gender perspective at all levels
of the budgetary process, and restructuring
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revenues and expenditures in order to promote
gender equality. In short, gender budgeting is
a strategy and a process with the long-term aim
of achieving gender equality goals.

For more insights, see the methodology report
compiled by the EU-funded project Leading To-
wards Sustainable Gender Equality Plans in Re-
search Performing Organisations (LeTSGEPS) in
2021.

GEPs also include a wider perspective, related
not only to sex or gender but also to other char-
acteristics. For instance, it is important that ob-
jectives include further disaggregation within
the broad categories of women and men, con-
sidering additional sociodemographic attributes
such as age, socioeconomic background, pov-
erty, race, ethnicity, location (rural/urban), dis-
ability, sexual orientation (lesbian, gay, bisexual,
transgender and others) and religion. Moreover,
all thematic priorities should, ideally, consider
an approach that pays attention to intersec
tionality (i.e. the intersectional characteristics of
individuals, and how these interact or intersect
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to influence gender inequalities). If GEPs are to
address this, they need an intersectional ap-
proach.

EIGE defines intersectionality as an ‘analytical
tool for studying, understanding and respond-
ing to the ways in which sex and gender inter-
sect with other personal characteristics/iden-
tities, and how these intersections contribute
to unique experiences of discrimination’. In-
tersectional analysis thus aims to show the
diversity of identities and the different types
of discrimination that occur as a result of the
intersection of gender and other social char-
acteristics.

Of the most recent EU-funded structural change
projects, some have addressed intersection-
ality (e.g. Redesigning Equality and Scientific
Excellence Together (RESET), Gender Equality
in STEM Research (CALIPER) and Communities
for Sciences (C4S)). Experiences from these pro-
jects and evidence of effective intersectional ap-
proaches can be used for your own work.

The GEAR tool provides more detailed descrip-
tions of and resources for step 6 for RFOs and
for RPOs.
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When working towards institutional change
in research organisations and higher educa-
tion organisations, different areas and themes
can be addressed in the GEP through specific
initiatives. Depending on the needs of the or-
ganisation, it makes sense to focus on a com-
bination of areas. The structure and content of
the GEAR action toolbox are strongly oriented
towards the five areas recommended by Hori-
zon Europe, and descriptions strongly build on
the Horizon Europe Guidance on Gender Equality
Plans (European Commission, 2027e).

The five recommended areas are the follow-
ing:

1. work-life balance and organisational culture;

2. gender balance in
sion-making;

leadership and deci-
3. gender equality in recruitment and career
progression;

4. integration of the gender dimension into re-
search and teaching content;

5. measures against gender-based violence, in-
cluding sexual harassment.

In addition, the action toolbox provides infor-
mation and organisational practices on the
following topics, which are also relevant for, or
even required by, Horizon Europe:

measures mitigating the effect of COVID-19;

data collection and monitoring (including
evaluation);

training and awareness raising;
GEP development and implementation;

gender-sensitive research funding procedures.

4. Gender Equality in Academia and Research action toolbox

Note that the thematic areas addressed in
the action toolbox are not mutually exclu-
sive; rather, they overlap. For example, train-
ing can focus on how the gender dimension
can be addressed in scientific research or in
teaching.

A key component of the transformation of an
organisation’s culture for advancing gender
equality is work-life balance. Work-life balance
is relevant for all members of staff and involves
ensuring that everybody is properly support-
ed to advance their career alongside personal
responsibilities that they may hold outside the
workplace, including caring responsibilities.
Actions in relation to organisational culture
will generally include measures to ensure that
all staff members feel valued and welcome at
work.

It is important to highlight that the whole in-
stitution benefits from a more open and re-
spectful organisational culture, and that it is not
‘a women'’s issue’. Improving organisational cul-
tures also contributes to becoming an attract-
ive employer, and therefore to attracting and
retaining the best talent.

Work-life balance policies and measures that
can be reviewed and addressed in a GEP in-
clude:

parental leave policies, for example ensur-
ing that fixed-term contracts or grant agree-
ments / fellowships can be extended, as well
as the active promotion of paternity leave;
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flexible working time arrangements, in-
cluding how processes and practices have
an impact on staff with caring responsibilities
or part-time workers, as well as on remote
working;

support for caring responsibilities, includ-
ing childcare and care for other dependants
(e.g. people with disabilities or elderly rela-
tives);

workload management, including how dif-
ferent tasks are allocated and distributed,
such as teaching and administrative tasks,
and how these are balanced with research
workloads in universities;

reintegration of staff after career breaks,
including active mentoring and support;

advice and support on work-life balance.

In order to promote an inclusive organisation-
al culture, consider the following policies or
measures:

policies relating to harassment and dignity
at work that set out expectations for the be-
haviour of staff and managers (see also the
GEAR action toolbox section on sexual har-
assment);

policies supporting the active use and en-
couragement of inclusive language around
the organisation in relation to gender, but
also in relation to other forms of identity and
diversity;

informal aspects of organisational culture,
including whether social practices are wel-

coming and inclusive for all staff.

You can find practical examples in the online
version of the GEAR action toolbox.

Efforts to promote gender balance in leadership
and decision-making have been undertaken in
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numerous countries. However, despite the pol-
icies and actions taken, data show that wom-
en remain under-represented in academic and
administrative leadership and decision-making
positions in universities and research institu-
tions across Europe.

The EU project Female Empowerment in Sci-
ence and Technology Academia (FESTA) iden-
tified specific policies and practices that can be
considered to improve organisational process-
es, procedures and culture (FESTA, 2015), so
that more women can take on and stay in lead-
ership and decision-making positions:

examining and adapting processes and
procedures for the selection and appoint-
ment of staff on committees and other
bodies;

making committee membership more
transparent - evidence shows that women
are more likely to succeed in recruitment and
promotion when there is clarity about what is
required, when information about the oppor-
tunities is freely available, and when the cri-
teria used in decision-making are clear and
unequivocal;

ensuring that leadership and deci-
sion-making roles are properly recognised
in evaluations of work, including in relation
to the generation of research funding and
outputs;

providing support to women employees
to achieve leadership and decision-making
goals - this can be done through leadership
programmes for women or through gen-
der-balanced development programmes,
leadership mentoring programmes and peer
networking opportunities;

providing all decision-makers and leaders
with gender equality training, particularly
committee members and chairs - this can be
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crucial for mitigating (unconscious) selection
biases, but can also contribute to awareness
raising and better understanding of the gen-
der dynamics at play in interactions during
meetings,

ensuring gender balance through intro-
ducing gender quotas - EIGE defines gen-
der quotas as a ‘positive measurement instru-
ment ... that establishes a defined proportion
(percentage) or number of places to be filled
by, or allocated to, women and/or men, gen-
erally under certain rules or criteria”.

You can find practical examples in the online
version of the GEAR action toolbox.

Various studies have shown the existence (and
persistence) of implicit gender bias in the evalu-
ation of research and performance (ERAC, 2018).
Measures are needed to avoid and undo the
systematic and structural discrimination against
women along their career paths in research.
Critically reviewing existing selection process-
es and procedures at all stages and remedy-
ing any biases are important steps for ensuring
gender equality in academic and research ca-
reers. Furthermore, public bodies and research
funding bodies also need to consider how their
policies and funding programmes can promote
gender equality in research careers (see the
GEAR action toolbox section on gender-sensitive
research funding procedures for more informa-
tion).

A GEP may include a review of procedures and
the implementation of respective measures in
the following areas:

recruitment and promotion
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establishing codes of conduct for recruit-
ment and promotion - this can increase
transparency and help avoid unconscious
biases, with the European Code of Con-
duct for the Recruitment of Researchers
being a well-established example;

involving gender equality expertise in re-
cruitment and promotion committees;

providing unconscious bias training for
recruiters, reviewing the language used
in advertisements and being aware of
language biases in recommendation let-
ters (see the GEAR action toolbox section
on training and raising awareness);

preferring open and publicly advertised
recruitment procedures over closed pro-
cedures;

increasing the number of potential women
candidates by broadening the discip-
linary range of recruitment in fields
where women are under-represented,;

proactively identifying women in under-
represented fields, including active
scouting of women through, for example,
field-specific internet sites,

using standardised curricula vitae (CVs)
and undertaking blind CV assessments;

increasing accountability by requiring
departments and committees to justify
recruitment and promotion shortlists that
do not include women;

agreeing on a re-advertising policy if
there are no women in the applicant pool;

evaluation and appraisal criteria

accounting for the time frame of the
achievements;

accounting for career breaks when as-
sessing research output;
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assessing research quality rather than
quantity, not relying on journal-based
metrics;

assessing soft skills as well as research
outcomes;

if defining criteria in a new, unbiased way is
not possible, considering whether biased
criteria can be given a smaller weight;

ensuring that administrative responsibilities,
student supervision and marking workloads
are transparent and valued alongside re-
search outputs;

considering organisation-wide workload
planning models to promote transparency
and fairness, by enabling an equitable and
transparent spread of workload among aca-
demic staff that is consistent between de-
partments.

You can find practical examples in the online
version of the GEAR action toolbox.

The inclusion of the sex/gender dimension
means that differences, whether biological or
social, are taken into account in research and
teaching. Our knowledge is the basis on which
future generations will build their societies. It
is therefore crucial that the knowledge that is
created through research and transferred
through education is free of gender bias.

Looking at potential sex and/or gender differ-
ences and at issues related to gender equali-
ty generates added value in terms of research
excellence, rigour, reproducibility and creativ-
ity; brings an in-depth understanding of all
people’'s needs, behaviours and attitudes; and
enhances the societal relevance of R & . Inte-
grating the gender dimension into educational
activities, including teaching curricula and pub-
lic engagement, is also essential for the proper
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training of the next generations of researchers
and innovators.

The GEP should consider how the gender di-
mension will be incorporated into the content of
research or educational activities and into the
outputs of the organisation. The GEP can:

set out the organisation’s commitment to
incorporating gender equality in its R & I pri-
orities,

establish processes for ensuring that sex
and gender analysis is considered in the de-
sign and outputs of research and teaching;

set out the provision of support and capaci-
ty for researchers to develop methodologies
that incorporate the sex/gender dimension;

set out the provision of support and cap-
acity for teachers to develop curricula that
incorporate the sex/gender dimension.

R & I organisations that distribute funding
might consider the following questions in their
GEP.

Do funding programmes encourage or re-
quire prospective applicants to consider the
sex/gender dimension in their work?

Are there specific calls or opportunities that
are designed to stimulate research on the
gender dimension across different discip-
lines?

Do funding decisions have processes for
identifying or flagging areas in which sex and/
or gender analysis should be considered? In
addition, do funding decisions include mech-
anisms for evaluating how research projects
account for the sex/gender dimension as
part of evaluation criteria for research excel-
lence and impact?


https://eige.europa.eu/gender-mainstreaming/toolkits/gear/gender-equality-recruitment-and-career-progression

[s sufficient expertise incorporated into de-
cision-making processes, including peer-re-
view processes and panels, to assess the sex/
gender dimension of project applications?

You can find practical examples in the online
version of the GEAR action toolbox.

The field of R & I is not immune to sexual and
gender-based violence, but this issue tends to
be underestimated in research organisations
and research funding bodies. All organisations
are subject to relevant national or regional
laws and regulations, and numerous organ-
isations are likely to have existing employment
policies that cover dignity and harassment at
work. Organisations may find it sufficient to
address gender-based violence under existing
policies and procedures. Increasingly, how-
ever, institutions consider it necessary to set
up dedicated structures and/or to issue spe-
cific procedures and instruments. In any case,
the institution must make clear that it does
not tolerate abuse.

A GEP can also consider how the whole organ-
isation can be mobilised to establish a culture
of zero tolerance towards sexual harassment
and gender-based violence. This includes com-
munication activities that identify the problem,
but also measures to ensure that all members
of the organisation are empowered to change
attitudes, intervene when necessary and create
an inclusive and safe culture for the whole or-
ganisation.

Through a GEP, organisations can examine the
prevalence of sexual harassment and other
forms of gender-based violence and implement
organisational policies and measures against
sexual harassment, such as the following:
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a code of conduct clarifies whether rela-
tionships are (or are not) considered harass-
ment, but it should also ensure that potential
victims or witnesses of harassment are not
deterred from reporting incidents,

a reporting policy should outline how all
members of the organisation can report inci-
dents of sexual harassment, including when
they are the victim of harassment or witness
harassment - this includes clear, visible and
robust reporting channels;

an investigation policy sets out visible and
easy-to-understand information for all staff
and students about the investigatory and
decision-making process, including associ-
ated time frames;

victim support measures can be implement-
ed to provide counselling and information to
victims or witnesses about their options fol-
lowing a report, including pastoral support
and psychosocial counselling / psychothera-
peutic care,

disciplinary measures for and prosecution
of perpetrators can be implemented at or-
ganisational level and may also cover guid-
ance and support for reporting to the police
and for legal proceedings against suspected
perpetrators or harassers, including court
cases;

educational programmes about sexual and
gender-based harassment may prove useful
in preventing its occurrence.

You can find practical examples in the online
version of the GEAR action toolbox.

Most human organisations, research organisa-
tions and research funding bodies have been
severely affected by the health, economic and
policy impacts of the COVID-19 pandemic, and
are constantly adapting to the current situation.
Initial feedback shows that the disruption to
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personal lives, education, working conditions
and the economy stemming from the pandem-
ic has had implications for gender equality and
the implementation of GEPs.

In order to account for the changing context,
organisations should consider undertaking
a review of the impact of COVID-19 on gender
equality as part of the development or review
of their GEP. A review may include a survey of
the organisation and participatory workshops
to understand these challenges in more depth.
A review should aim to understand the impact
of COVID-19 on gender equality in the organisa-
tion and to identify what steps or measures may
be required to mitigate this impact, in line with
the goals of the GEP, including:

engaging with staff and students to under-
stand the impact of COVID-19 on working
practices and outcomes;

identifying the areas in which disruption and
changes in working practices present a risk
to the aims and objectives of the GEP;

maintaining and enhancing the visibility and
prioritisation of the GEP, including at senior
levels and in organisational planning, and im-
proving awareness of the impact of COVID-19
on gender equality;

enhancing the monitoring of key objectives,
such as in research funding decisions to
maintain or improve the gender balance of
principal investigators and in the distribution
of project tasks;

reviewing relevant policies to ensure that risks
are appropriately mitigated and that addition-

al support is provided where necessary;

enhancing arrangements within the fund-
ing and approval processes of both research
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funding bodies and research organisations
to ensure that sex and gender analysis is
fully incorporated into the design of research
on COVID-19;

considering whether additional sections
should be added to the GEP to address the
specific issues associated with COVID-19 and
to ensure that plans are in place for future
risks.

You can find practical examples in the online
version of the GEAR action toolbox.

GEPs or any other gender equality ad hoc initia-
tives need to be grounded in evidence. Before
you can plan any measures, you need to know
how your organisation is doing regarding
gender equality and which areas you need to
focus on. This initial assessment of the status
quo of gender equality in an organisation usu-
ally includes a statistical analysis of sex-disag-
gregated data, additional interviews or focus
groups (qualitative methods) to gain a better
understanding, a documentary analysis of na-
tional legal and policy documents, and a review
of your organisation’s strategic and operational
documents.

Based on your status quo assessment, you will
establish SMART objectives, targets and meas-
ures for your GEP (see step 3 of the step-by-
step guide). However, the data collection does
not end here: to be eligible for Horizon Europe,
it is mandatory that organisations collect and
publish disaggregated data on the sex and/
or gender of personnel (and students, where
relevant) and carry out annual reporting based
on indicators. Therefore, a regular monitoring
plan and a final evaluation of your GEP are re-
quired. The latter will help you to learn relevant
lessons for future measures.

You can find practical examples in the online
version of the GEAR action toolbox.
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In order to initiate a structural change process
towards better gender equality in an organ-
isation, raising awareness of gender inequality
and knowledge about gender issues in man-
agement, but also within the workforce, is of
central importance (see success factors). Aware-
ness-raising efforts aim to generate and stimu-
late sensitivity to issues related to gender (in)
equality, while (gender) capacity building aims
to strengthen people’'s knowledge and skills to
engage with gender equality issues. In practice,
these two types of activities often overlap, as
learning starts with awareness, but is a continu-
OUS process.

To highlight the importance of gender know-
ledge and gender awareness, the Horizon Eu-
rope eligibility criterion requires that a GEP
includes awareness-raising and training
measures on gender equality and uncon-
scious gender biases for staff and deci-
sion-makers. All staff, leaders and decision-mak-
ers have a role to play in identifying practices,
cultures and unconscious gender biases that
disadvantage women, and in implementing
more inclusive approaches.

To raise awareness of and provide training in
gender issues, GEPs may consider, without
being limited to, the following types of activities:

training on unconscious bias may be
offered in the context of the development
of the GEP itself, but it is also important for
it to be incorporated into broader organ-
isational training activities on an ongoing
basis;

communication and engagement activities
might include participatory workshops with
staff, as well as talks delivered by gender
equality experts and leading women scien-
tists, scholars and academic leaders;
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informing the organisation of the exist-
ence of the GEP and its main aims, areas of
intervention and time frame raises aware-
ness of gender equality issues;

ongoing communication is crucial to provide
visibility to the GEP and keep staff informed
of and involved in its implementation;

training for researchers and academics on
how to include the sex/gender dimension
in research design and teaching curricula
raises awareness of gender-reflexive excel-
lence in research;

other gender equality training activities
that focus on specific topics or address spe-
cific target groups can also be considered.

You can find practical examples in the online
version of the GEAR action toolbox.

A GEP needs to be structurally anchored and
supported in your organisation at different
levels, for example through a unit, office, core
team or department that is mandated to fos-
ter the implementation of structural changes
towards equality (see also success factors). On
a broader level, support structures such as gen-
der equality boards, hubs or gender laborato-
ries are also necessary to support the structural
change process, as experiences from projects
such as SUPERA and CALIPER show.

A gender equality function or core team pro-
vides a focal point and source of expertise for
the development and implementation of a GEP.
When a dedicated function is not appropriate,
for example in small organisations, organisa-
tions should still consider how the implemen-
tation of a GEP will be organised and should
ensure that there is a clear focal point with ex-
pertise to coordinate and drive the work.

Such a structure may already exist in your or-
ganisation. If not, its creation can be one of the
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measures of your GEP. In the meantime, a task
force or working group of research and/or ad-
ministrative staff can be set up to deal with the
development of the first GEP.

An effective GEP is a strategic document that
engages the whole of the organisation. GEPs
require the support and official commitment
of senior leaders, but work best when devel-
oped with the active engagement of the entire
organisation. To structurally embed gender
equality within the organisation, it is necessary
that the widest possible circle of stakeholders
is receptive to this change. In order to make
gender equality work effective, it is paramount
to engage with these stakeholders, vertically as
well as horizontally. You can engage the whole
organisation throughout the development of
a GEP.

You can find practical examples in the online
version of the GEAR action toolbox.

GEPs of research funding bodies should, on the
one hand, address internal stakeholders and
processes, similar to RPOs (internal career de-
velopment, internal decision-making and lead-
ership, and internal sexual harassment policies).
On the other hand, external stakeholders and
the whole funding cycle need to be addressed
from a gender perspective. Allocating research
grants needs to be done in a gender-sensitive
and inclusive manner (read more in the section
‘Gender budgeting’ in step 6). Research fund-
ing bodies should implement a comprehensive
gender strategy covering internal and external
processes.

Research funding bodies can become active
in all steps in which (potential) applicants are
addressed, reviewers and panel members are
approached and guided, and applications are
discussed, assessed and funded or rejected.
Gender activities start when a programme or
grant is designed, and all data should be ana-
lysed to determine if a redesign of the grant
programme is necessary after a call is finished.
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In this subsection, activities promoting gender
equality are discussed in the context of a typ-
ical funding programme/grant. Following a cy-
clical model, gender may be relevant in the
various steps of this funding cycle (Figure 1),
for example when funding programmes are
designed, when panel members are selected
or when criteria are specified. The following de-
scribes the different steps of the funding cycle
and how gender equality needs to be taken into
account in these steps.

Planning/
targets
Evaluation Laucr1ac|:1 of
Monitoring Application
Decision- Assessment
making

More detailed information on the following dif-
ferent steps of the funding cycle and how gen-
der equality needs to be taken into account in
these steps can be found in the online version
of the GEAR action toolbox.

Initiation phase.

Planning and status quo. At this stage,
funding bodies should be aware that, by
defining programme targets and specify-
ing funding conditions (eligibility and as-
sessment criteria, assessment procedure,
etc.), they have an impact on individual re-
searchers’ careers and on processes with-
in research organisations, including uni-
versities. Moreover, these bodies should
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collect statistical information on an annual
basis (or on the previous call). The main ar-
eas to collect data on are the proportions
of women and men among applicants and
grantees and the proportions of women
and men on evaluation panels and among
evaluators (by discipline, if relevant). As
the integration of the sex/gender di-
mension into R & I has become a funding
principle in Horizon Europe, this should be
requested in all funding programmes. Ac
cordingly, specific data on the proportions
of funded and rejected applications inte-
grating gender are needed (see also step
2 of the step-by-step guide for research
funding bodies).

Launch of the call and composition of
panels/boards. Here, gender-sensitive lan-
guage and images are required. An explic
it statement on the commitment of the re-
search funding body to promoting gender
equality might encourage more women to
apply. Gender-proofing of call texts and
the images contained therein can have an
impact on the number of women who feel
encouraged to apply.

Application. A higher proportion of women
in research teams can be achieved by ask-
ing all call applicants to indicate whether
and how a sex/gender analysis is integrated
into their research proposal (from the be-
ginning) or explain why gender is not rele-
vant to the proposed research. The bene-
fits are twofold: on the one hand, these
guestions should attract more women to
become members of research teams and,
on the other hand, high-quality research
outcomes can be expected, as the research
guestions are more tailored to different
subgroups. Research funding bodies could
offer awareness-raising activities and train-
ing for applicants to enable them to detect
the gender relevance of their research and
to conduct a sex/gender analysis. The inte-
gration of the sex/gender dimension into
research content is a strategy to enhance
research excellence and to increase the
gender knowledge of researchers. Support
structures provided by research organi-
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sations play an increasing role in the ap-
plication process. The small proportion of
women applicants can also be attributed
to self-selection: studies show that women
tend to apply only when they assume that
they have a good chance of succeeding
(Ranga et al., 2012). The possibility of mak-
ing care obligations in applications visible
and of compensating for care are crucial
elements of the eligibility check. Funding
bodies can provide various forms of com-
pensation (Rabsch, 2020), such as extend-
ing the period for applying (see European
Research Council, 2021), providing com-
pensation for a care person or introducing
a supplemental discretionary allowance to
enable funded research teams to recruit
a replacement for a team member going on
maternity or adoptive leave. Be aware that
reviewers need to know how to evaluate re-
search performance in cases of non-linear
career paths.

Assessment.

Criteria. The eligibility criteria need to be
gender-sensitive, for example by taking
into account that researchers have a slow-
er career progression when they need to
dedicate time for caring or take sabbat-
icals. To increase the gender awareness
of the research community, your funding
body should provide costs for capacity
building, such as for gender training, gen-
der coaching or mentoring. Assessment
criteria can, in themselves, be a poten-
tial factor for gender bias. Measuring the
quality of researchers or their research on
the basis of bibliometric, journal-based in-
dicators has been heavily criticised from
a gender perspective: women who have
less time to publish, who have smaller net-
works and are therefore less likely to get
invited to join collaborations or publica-
tions, or who are less cited are very likely
to also have lower overall research per-
formance. To counteract bias here, some
funding bodies have limited the number
of publications that can be listed in the
application.
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Process. In panel meetings, you should
have a clear list of criteria to be discussed
and make sure that the same criteria are
applied to each applicant. This should be
communicated explicitly in briefing meet-
ings for reviewers and panel/board mem-
bers. The panel chair plays an important
role in guaranteeing that everyone plays
by the same rules, and this also applies
to gender equality. Here, the panel chair
might encourage all members to reflect
on gender and the proportion of women
applicants in all steps of the assessment
process. To improve the assessment pro-
cess, it is recommended that there be
constant gender equality observers, who
are either external gender experts or
specifically trained internal staff. They can
evaluate and report on whether and how
gender bias is manifested in the discus-
sion of proposals.

Decision-making. The phase of final deci-
sion-making covers different steps to find
a final solution, such as internal triage /
shortlisting,  panel/interview assessment
or re-ranking. Here, it makes a difference
whether the final decision is taken by the
panel or by a management body, such as
a scientific board. Some research bodies ap-
ply a gender quota for women to be funded
(e.g. at least 40 % or a proportion of women
grantees equal to the proportion of women
applicants). Again, it is important to provide
gender awareness-raising activities for mem-
bers of management and decision-making
bodies.

Monitoring. Setting up a clear monitoring
strategy and analysing all collected call data
enables a research funding body to be in-
formed about the progress on gender equal-
ity at programme or grant level. By applying
indicators, such as the number of partici-
pants in training programmes or the budget
spent on specific measures, whether gender
objectives are met or adaptations need to
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be implemented can be checked on a short-
term basis. It also helps to maintain the ac
countability of the stakeholders involved.
Furthermore, the GEP criterion of the Euro-
pean Commission requires research funding
bodies to present data annually. As intersec
tionality is of increasing relevance, research
funding bodies are encouraged to extend
their monitoring system in this direction.

Evaluation. Checking the gender distribu-
tion in each step of the evaluation process
based on clearly identified indicators might
help in gaining detailed insights and in iden-
tifying the areas in which interventions are
needed. Evaluation should also cover quali-
tative aspects, such as a check for biased
language used in panel discussions or evalu-
ation reports, as well as in the call text or
guidelines for reviewers / panel members.
In that regard, a language scan, applying
linguistic software, could be useful. All rele-
vant data and knowledge gained should be
reported to national authorities and the pub-
lic in order to guarantee accountability, but
also to provide the funding body - and other
stakeholders - with insights for the design of
future programmes/grants. More informa-
tion on evaluation can be found in step 5 of
the step-by-step guide for research funding
bodies. Monitoring and evaluation deliver
crucial information on gender-sensitive fund-
ing outcomes and processes ahead of the
funding decision. Funding bodies need to
take time to reflect on the knowledge gained
and how to integrate this knowledge within
the next funding cycle. By aiming to improve
each step from a gender and intersection-
al perspective, the design of a funding pro-
gramme/grant can be adjusted, grant alloca-
tion can be optimised and gender equality
in research funding can be constantly en-
hanced.

You can find more practical examples in the on-
line version of the GEAR action toolbox.


https://eige.europa.eu/gender-mainstreaming/toolkits/gear/step-step-guide-funding/step-5
https://eige.europa.eu/gender-mainstreaming/toolkits/gear/step-step-guide-funding/step-5
https://eige.europa.eu/gender-mainstreaming/toolkits/gear/step-step-guide-funding/step-5
https://eige.europa.eu/gender-mainstreaming/toolkits/gear/gender-sensitive-research-funding-procedures

National contexts are important framework con-
ditions for developing and implementing GEPs.
Strong legal and policy frameworks can support
or even require the establishment of a GEP and
can predefine which objectives and measures
should be implemented. Please be aware that
national requirements might be different from
those of Horizon Europe. Furthermore, other
policies and initiatives to promote gender equal-
ity in the field of R & I might be helpful when
starting a GEP. The country-specific information
on legislative and policy backgrounds and oth-
er support measures to promote gender equal-
ity in research will help you to identify relevant
framework conditions for your GEP implemen-
tation processes. The country profiles provide
information on:

legal framework, namely the laws and regu-
lations governing the promotion of gender
equality in R & [

policy framework, namely the specific ac
tivities of national authorities to promote
gender equality in R & I, such as the estab-
lishment of an advisory group, the commis-
sion of studies on gender equality in R &I,
the provision of support mechanisms for

5. Where: Legislative and policy backgrounds

research organisations to implement GEPs,
capacity-building  activities, awareness-
raising activities and awards for organisa-
tions or researchers;

other stimulatory initiatives introduced by
companies and non-governmental bodies to
promote gender equality in R & [;

key actors, detailing public actors who are
responsible for advancing the gender equal-
ity agenda in R & I and are able to steer legal
and policy developments on gender equality
inR &I

initiatives for gender equality by RPOs,
describing how many RPOs (including high-
er education institutions) have implemented
a GEP, how well these plans have been de-
veloped and the most common measures in-
cluded in these plans;

relevant examples of practice, describing
promising practices as regards measures
to promote gender equality, the develop-
ment and implementation of GEPs, and
gender-sensitive responses in the COVID-19
period.
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6. Success factors for gender equality plan development and implementation

A number of elements can be highlighted as
supporting gender equality work in research
organisations and research funding bodies, that
is, success factors for effective and sustainable
change. When these success factors are present
in an organisation, the efforts towards gender
equality are more likely to succeed.

Almost every organisational endeavour is more
likely to succeed if it is a collective effort. In this
regard, the following success factors can be
considered as relevant for gender equality work.

Implementing a GEP, in any type of organisa-
tion, needs awareness, knowledge and ex-
pertise, not only at the time of designing and
planning measures, but also when implement-
ing and monitoring the measures. Staff mem-
bers can support transformational change by
gaining knowledge of gendered processes and
practices. Staff can also increase their under-
standing of gender equality aspects and the
need for (certain) action, and reduce resist-
ance to the active promotion of gender equal-
ity and structural, as well as cultural, change
in an organisation. Awareness-raising and cap-
acity-building activities, which transfer and en-
hance knowledge among a great number of
stakeholders (including senior/middle manage-
ment) through multiple lines of communication
(e.g. specific events, training and social media),
should therefore be pursued. In order to trans-
fer knowledge about policies sustainably, it is
helpful to create educational programmes for
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new department chairs and senior manage-
ment, in which they can learn about the ration-
ales of all crucial gender equality policies and
practices, and discuss how to tackle potential
difficulties in implementing them. For more
support, the communications / public rela-
tions department and/or gender researchers
throughout the organisation can be involved.
However, awareness raising and capacity devel-
opment should be accompanied by structures,
policies and practices in order to lead to real
change.

Explicit, clearly communicated and reiterated
support and backing from the top of the organ-
isation over time provides legitimacy to gender
equality work. This legitimacy in turn offers the
opportunity to sustainably integrate changes
into internal procedures and systems, that is, it
is often easiest for gender equality practition-
ers to establish structures, adopt strategies
and implement activities, as they are the ones
taking the decisions for the organisation. It
also significantly reduces the chances of gen-
der equality initiatives being rejected. When top
management explicitly supports gender equal-
ity, it signals the importance of this issue to the
organisation and makes it easier to mobilise all
components, levels, communities, and human
and financial resources within the organisation.
Support from the top can also reduce the fear
of individuals that their scientific reputation may
be harmed by engaging with gender equality
work, and can increase individuals’ motivation
and engagement. The ‘top’ refers to the central
governing bodies and people in decision-mak-
ing positions, such as (vice-)rectors, (vice-)chan-
cellors, deans, presidents, executive boards,
(boards of) directors and chief officers. Regard-
ing legitimacy, it can also prove helpful to gain
the support of people with ‘informal power’ (e.g.
prestigious researchers).
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Stakeholder participation in planning and imple-
mentation is key, as it creates a feeling of own-
ership. Collaborative planning processes lead to
measures that are likely to have a greater im-
pact. Bringing together different stakeholders
(including senior and middle management) who
have different expertise and types of knowledge
about the (formal and informal) functioning of
the organisation is productive. It helps in build-
ing more targeted policies, anticipating poten-
tial resistance and creating greater acceptance
and support. A mixed team (in terms of pos-
itions within the organisation, genders, seniority
and disciplinary backgrounds) can provide more
diverse ideas and can also more easily initiate
strategies for gender equality that permeate
the whole organisation. A positive change in or-
ganisational and personal attitudes and a great-
er understanding of gender equality is achieved
through work at senior management level and
in other areas of the organisation (i.e. by aca-
demics, administrative staff, HR and students).
Addressing all genders and awakening interest
in gender issues among all of those different
groups creates collective responsibility. A col-
laborative process provides time for dialogue
and for clarifying objectives and responsibilities,
thus generating synergies and increased legiti-
macy and ownership of the implementation of
proposed measures. Therefore, integrating par-
ticipatory methods and processes (e.g. co-crea-
tion/co-design) can be helpful. It can also prove
fruitful to delegate some activities to other
stakeholders, for example letting the faculties
or departments come up with their own GEPs
(activities) that fit their specific contexts. During
the GEP development process and afterwards,
strategic communication and dissemination
(e.g. presentations, seminars and newsletters)
are crucial to ensure that stakeholders are pro-
vided with the necessary information. This infor-
mation and documentation should include the
rationale and process of the development of the
GEP, a comprehensive explanation of the goals,
the considerations that went into adopting it
and a precise description of how the GEP will

be administered and monitored. It is important
to find a clear, comprehensible design and lan-
guage, which also reflects/includes arguments
important to various stakeholders. This infor-
mation should be disseminated regularly and
quite frequently.

For the implementation of the GEP, cooperation
among stakeholders is paramount if sustaina-
ble changes in all components of the organisa-
tion are to be achieved. Building alliances with
key stakeholders is not sufficient. Broader net-
works between the organisation’s units, span-
ning different organisational and/or disciplinary
subcultures, are also necessary. The coopera-
tion should connect the central level of the or-
ganisation with the local level (e.g. departments
and faculties), for example by establishing cen-
tral and local gender equality committees/rep-
resentatives or networks of focal actors. A clear
distribution of tasks and responsibilities among
stakeholders based on their individual areas of
expertise and competence must be ensured.
For instance, the activities that fall within the re-
mit of the central or local level should be clearly
established. You should also provide education-
al and practical support, so that all stakehold-
ers in the organisation can benefit from useful
alliances. The more widespread that the stake-
holder support is, the more resilient the change
efforts will be. The cooperation should allow
flexibility so that points of compromise can be
found, but at the same time should follow the
fundamental goals and objectives of the GEP.
The organisation should also make sure that the
stakeholders’ efforts regarding gender equality,
for example their work in a gender equality net-
work, are rewarded and recognised within the
organisation and do not take the form of un-
paid, additional labour (which takes away time
from research-related activities). Rewarding
and recognising gender equality activities can
be formalised, for example in time allocation
models (40 % teaching, 40 % research and 20 %
work) or by awarding additional points in per-
formance evaluations for promotions.

For more information on which stakeholders
to involve and to find resources for participa-
tory methods and techniques, see the section
on stakeholders and step 4 of the step-by-step
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guide on implementing a GEP for research or-
ganisations, universities and public bodies and
for RFOs.

While every GEP is unique, there is still a lot of
potential in learning from others. Therefore, in-
volvement in international, national or subna-
tional networks (e.g. communities of practice)
with other organisations can help your organi-
sation to acquire knowledge, exchange experi-
ences, give and receive feedback, and gain
inspiration. It can also be motivating to hear
perspectives from other organisations and to
feel solidarity with other gender equality prac
titioners. For some, participating in structural
change projects within the frameworks of the
seventh framework programme and Horizon
2020 fulfilled this purpose.

For more information on the role that networks
can play for stakeholders, see the GEAR section
on stakeholders.

In order to ensure sustainability, structures are
key. In this regard, the following success factors
can be considered as relevant for gender equal-
ity work.

Such a central structure coordinates and
monitors the gender equality efforts under-
taken. It provides gender equality work with
staff, knowledge and expertise. Ideally, and
depending on the size of the organisation, it
consists not of one person only, but of quali-
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fied and motivated team members supporting
each other and sharing responsibilities and
the workload. Its clear, permanent mandate
and responsibilities, designated budget and
position in the governance of the organisation,
as well as the existence of clear responsibility
structures, are all important factors for ensur-
ing sustainability. The gender equality body
has to be located at the appropriate level to
effectively support the implementation of gen-
der equality work. Being in proximity to deci-
sion-making and having the capacity to inform
HR and scientific management foster effective
implementation. Knowledge (of, among other
things, sex-disaggregated data) and expertise
are essential for the ability of these bodies to
act. It is also important that gender equal-
ity bodies exert some leadership on gender
mainstreaming implementation, with the sup-
port of executive bodies. If the implementing
responsibilities are shared among other stake-
holders (e.g. faculties, departments or the HR
department), it is crucial to provide the ne-
cessary financial resources at this level as well.
The resources of the structural change / Hori-
zon 2020 projects proved helpful in establish-
ing such permanent gender equality bodies in
numerous universities.

Anchoring gender equality provisions in exist-
ing structures and practices ensures institu-
tionalisation and strengthens the sustainability
of planned measures. For instance, measures
targeting recruitment and appraisal should be
incorporated in broader recruitment and car-
eer management procedures. Similarly, gender
training initiatives are more likely to be institu-
tionalised if incorporated in broader training or
lifelong learning schemes. Monitoring instru-
ments, in the form of quantitative and quali-
tative indicators or regular surveys, gain rele-
vance and sustainability when incorporated into
routine management procedures. Aligning the
GEP objectives with the overall strategic goals
(e.g. university/company strategy) can create
synergies and legitimacy. Explaining how gen-
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der equality contributes to achieving the overall
strategic goals of the organisation (e.g. attract-
ing talented personnel) can also facilitate work-
ing with stakeholders and shows that you are
all in the same boat and working in the same
direction. If structures and procedures aimed
at gender equality are already in place, further
efforts should build on these and proceed from
there.

If it includes initiatives on gender equality, equal
opportunities, anti-discrimination and/or diver-
sity, the national or subnational framework can
be a driver for organisational gender equality
work and can serve as a basis for argumenta-
tion, legitimacy and resources (e.g. training or
guidelines from ministries). The same holds true
for frameworks at international level (e.qg. Euro-
pean legislation and the Horizon Europe eligibil-
ity criterion). In addition, the policy frameworks
of other countries can be drivers in the sense
that they are a source of inspiration and offer
material for arguments for stakeholders. How-
ever, organisational gender equality work does
not necessarily have to mirror the approach
presented in legislation and policies; it can go
beyond that.

To read more about the national frameworks
on gender equality in R & I in the EU-27 and
the corresponding framework at European lev-
el, consult the GEAR country reports and/or
EU-specific information in Chapter 5.

Evidence from your own organisation can
guide you on where to start and how to shape
the future direction of your organisation.
Regular dissemination of data and of informa-
tion on the impact of activities can also help
to retain stakeholders’ attention and engage-
ment. In this regard, the following success fac
tors can be considered as relevant for gender
equality work.

Sex- and/or gender-disaggregated data and, as
far as possible, other data (e.g. on intersecting
inequality dimensions, such as age or ethnicity)
relevant to documenting the status of gender
(in)equality within the organisation are indis-
pensable for designing effective strategies. The
availability (i.e. existence and accessibility) of
such quantitative and qualitative data is a pre-
condition for the impact of measures and initia-
tives. Indeed, ensuring that proposed measures
are evidence based not only allows the appro-
priate distribution of resources and tackling of
problems, but also ensures that achievements
can be monitored. Having organisation-specific
data can also help to raise awareness, increase
understanding and overcome resistance. If
there are no data or you want to look into what
the data mean, the launch of in-depth auditing
processes, in the form of surveys, focus groups
or pilot interviews, is a way of identifying organ-
isation-specific issues, thus providing a starting
point and base for further work. The data on
the status quo of gender equality in the or-
ganisation should be made available to staff to
keep them informed. For more information, see
step 2 of the step-by-step guide on analysing
and assessing the status quo in your organisa-
tion for research organisations, universities and
public bodies and for RFOs.

Creating implementation follow-up mechan-
isms is paramount. The monitoring system can
involve all implementing units (e.g. faculties,
departments, the gender equality body and
senior management) and units that are re-
sponsible for the data collection in the organ-
isation (e.g. the HR department, the research
and development department and the grants
office). These follow-up mechanisms can take
the form of regular monitoring meetings with
the implementing units and the gender equal-
ity body / senior management, regular sur-
veys, or data collection and indicators that are
fully integrated into governance and manage-
ment monitoring systems. Follow-up indicators
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increase the validity and sustainability of gen-
der mainstreaming strategies and should be
tailored to the GEP’s objectives and activities.
For example, quantitative indicators can be
used to monitor goals regarding recruitment
and upwards mobility, and work environments
can be monitored by means of a survey. These
methods provide key instruments for the over-
all assessment of gender equality work. Avail-
able data can promote the implementation of
gender equality policies and strengthen the
engagement of different stakeholders inter-
ested in being part of the progress. Increased
accountability via the monitoring cycles can
serve as a driver of positive change. When as-
sessing impact, you should also keep in mind
that data should be fine-grained enough to
detect change and that impact is assessed not
for the average employee, but for a diverse
group of employees. Both the qualitative and
the quantitative indicators have to be SMART.

Mid- or long-term evaluation of GEPs is not
possible when monitoring mechanisms are
absent or insufficient. This is detrimental to
the effectiveness of future strategies, because
evaluations allow you to draw upon lessons
learnt from previous initiatives. Evaluations
also provide visibility and measurability of ac
tual progress, which cannot always be formal-
ly attributed to the implementation of specific
measures. If there are no monitoring and eval-
uation processes implemented, this under-
mines the capacity of the practitioners to as-
sess their achievements and communicate
them. Evaluations, like monitoring, are espe-
cially important because the two overarching
objectives - the adaptation of institutions to
improve equality and the integration of a gen-
der perspective in research content - require
time for them to be achieved. Evaluation can
also be performed by external experts. For
more information, see step 5 of the step-by-
step guide on monitoring progress and evalu-
ating a GEP for research organisations, univer-
sities and public bodies and for RFOs.
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Gender equality work and plans are a complex
undertaking, so navigating the process can be
challenging. In this regard, the following suc
cess factors can be considered as relevant to
gender equality work.

First, gender equality needs to be framed as
a meaningful issue, relevant to the whole com-
munity of the organisation. In addition, it has
to be backed by explaining the nature and pur-
pose of a GEP and what it entails. For a GEP to
be effective and to gain legitimacy, the object-
ives should reflect the situation in the organ-
isation. GEPs should also take into account the
context and situation of the different units (e.qg.
faculties and departments) and the framework
conditions (e.g. the budget, available expert-
ise and experiences). Authenticity and context
sensitivity are key when developing the object-
ives (i.e. each GEP is unique) and, while you
can draw inspiration from others, keep in mind
that what works well and is realistic for others
might not work for you and your context, and
vice versa. In order to assess what is relevant in
the local context and to tailor the strategy and
language used to the organisation, stakeholder
engagement and participatory approaches are
recommended. Being practical and concrete in
formulating objectives and setting targets can
effectively support the ownership of the strat-
egy by the whole organisation.

Objectives should be not only long term, but
also short and medium term in order to better
account for failures, successes and challenges.
GEP planning should thus be driven by clear ob-
jectives and targets, set out for each planned
measure and/or intervention area, along with
clearly ascribed responsibilities with regard
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to their attainment. In this way, the GEP - as
a strategic document - sets easily understand-
able quality standards for all measures taken
based on the strategy, and provides a system-
atically structured and visionary path that does
not need to be repeatedly negotiated with
stakeholders. While the GEP is a strategic docu-
ment, more concrete and operational plans can
be taken up in (@nnual) action plans, which can
also be developed at local level (e.g. in faculties,
institutes and departments). When developing
objectives, it can be helpful to use a framework,
such as a logic model, to support the process.

For more information on objectives and goals
and how to establish them (e.g. using a logic
model), see step 3 of the step-by-step guide
on setting up a GEP for research organisations,
universities and public bodies and for RFOs.

While clear targets and objectives indicate
the orientation of the measures, there is also
a need to adopt a flexible approach as regards
how to reach these goals. You have to find
a balance between the activities planned and
the actual design of the implementation, which
means that the plan may require adjustments
and the implementation may therefore differ

from the planned version. A key to success in
this area is the ability to adapt and reinterpret
the GEP (or the action plan(s) based on the
GEP) in cooperation with the stakeholders,
based on the results of monitoring and cur-
rent organisational needs. Get creative when
choosing your activities: not all problems can
be solved by one single measure - diversifica-
tion is key. Be in it for the long term and do
not get discouraged easily: setbacks are an
integral part of the process and, if you learn
from them, they may even help to push your
organisation forward. Find your own pace that
fits your organisation and context: do not go
too fast, but do not go too slow, and look for
a broad support base while focusing on pro-
gression. Have a look at who or what level of
the institution has the power and willingness
to make a change, and start with that person
or level, then take advantage of opportunities
to work at other levels or with other people.
Resilience leads to changes in the attitudes of
the members of the organisation and to sus-
tainable structural change. Measures such as
training are more effective if they are designed
for the long term and are carried out repeated-
ly. The repetition of training ensures that gen-
der equality cannot be neglected or ignored by
senior management and staff members, and
sustains the commitment of the organisation
in the long term.
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Challenges in the set-up, roll-out, implemen-
tation, management, monitoring and evalu-
ation of a GEP are manifold and frequent.
Some challenges are related to a lack of
success factors, others are associated with
pervasive forms of resistance, and there are
various institutional and/or administrative
barriers that need to be tackled in a range
of ways. It is important to state that work
on gender equality does not usually happen
rapidly and may appear to be slow, with con-
crete results and achievements not being
fully realised for a number of years. In this
chapter, various challenges in relation to gen-
der equality work and GEPs are highlighted.
Suggestions on how to overcome these chal-
lenges are also provided.

Resistance can take numerous forms and
manifestations: it can be explicitly expressed,
but it can also be implicitly expressed by an
individual's insufficient action, lack of action or
lack of engagement in a process or a GEP. Re-
sistance can be personal (e.g. due to individu-
al beliefs and motives) or institutional, with the
latter consisting of a systematic, ongoing, sus-
tained pattern of non-engagement with the
issue of gender equality and a pronounced
lack of support for a GEP. Resistance can take
the form of gender-specific resistance, if the
reasons are connected to opposing views on
gender equality (activities). However, resist-
ance can also be directed at change process-
es in general or can be related to personal
conflicts or fear of more bureaucracy and an
increased workload (non-gender-specific re-
sistance). Some forms of measures in GEPs,
such as proposed quotas or changing promo-
tion mechanisms, may be particularly prone
to triggering resistance.
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Overcoming resistance can be challenging. Sup-
port needs to be provided to all levels of staff to
help them to realise the value of gender equal-
ity work, and this may involve training or specif-
ic time allocation for work on the GEP. Commit-
ment from the highest levels of management
that is unequivocal and publicly visible is re-
quired to overcome resistance and to ensure
progress in relation to gender equality. Provid-
ing transparency regarding the GEP process
through clear communication and by involving
stakeholders in identifying and naming prob-
lems and resistance may also be useful. In this
way, solutions can emerge and the ownership
of solutions is not held by only one group or
person. A lack of knowledge and understand-
ing may also manifest as resistance; in this case,
the suggestions contained under the heading
‘Lack of awareness or understanding of gender
equality (plans)’ on the GEAR section on resist-
ance and challenges may be helpful. Some may
also fear an increased workload due to gender
equality measures, which can be prevented by
designing efficient measures, using synergies
and making time resources available.

It is advisable to frame the agenda together
with one that your colleagues are more famil-
iar with, relating to their own agenda, for ex-
ample promoting equality in order to promote
excellence by not allowing gender, race, ethnic
origin, disability or any other irrelevant variable
to intervene in appointment and promotion, or
embedding it in a policy of a ‘positive work en-
vironment’ from which everyone could benefit.
It is also recommended that the terminology is
adapted if the term ‘gender’ provokes too much
resistance, for example by focusing on ‘equal
opportunities’. Examples from other organisa-
tions and countries can help to frame the topic
in @ more positive way. It is also important to
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note that some individuals will not be coopera-
tive and supportive under any circumstances;
in this case, it may be more productive and ef-
ficient to focus on institutional forms of resist-
ance and/or to engage other committed and
supportive staff and colleagues, rather than to
try to change the minds of these resistant indi-
viduals.

Of course, it is easier to develop and implement
a GEP if the organisation, and especially senior
management, is aware of gender equality issues,
recognises the need for a GEP and supports the
GEP activities. However, this ideal case does not
happen too often. Getting (almost) everyone on
board can prove difficult. This section sets out
common challenges in this regard.

The first crucial step in mobilising and engaging
stakeholders is to identify who needs to be
communicated with and engaged in the devel-
opment and roll-out stages of a GEP. Factoring
in the time for finding and engaging allies is
important to avoid challenges at a later stage
of implementation of the plan, for example in
the form of resistance because stakeholders do
not feel ownership. However, communicating
and working with a diverse set of stakeholders
is a challenge in itself. If you are unsure who to
involve and how, have a look at the stakehold-
ers section.

Involving various people within the organisation
in the process of designing and implementing
a GEP is important in order to receive wide-
spread approval for gender equality measures.
Some groups are more difficult to involve than
others. Men, in particular, are often difficult to
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reach and it can be hard to get them to partici-
pate in activities. A lot of them seem to think that
they are not co-responsible for gender equality
and cannot benefit from it. It is thus a common
perspective that gender equality activities are
a job for women. In order to increase men'’s
participation, they must be made aware of their
significance in promoting gender equality. Fur-
thermore, it should be clarified to men that
they could also benefit from gender equality
measures, such as a diverse working culture or
a better work-life balance. Therefore, whether
activities can or should be open to all genders
should be examined and discussed. If there are
already some men who are active in gender
equality work or convinced by the agenda, you
can rely more on them. It is also recommend-
able to connect with men who hold positions
of power and find common ground between
their professional agenda and gender equality
work. However, when engaging in a dialogue
about privileges, it should be kept in mind that
not all men have the same privileges owing to
their ethnicities, disciplinary backgrounds, gen-
der expressions, sexual orientations and other
intersecting dimensions.

In some organisations, there can be a funda-
mental lack of understanding regarding the
need for and importance of gender equal-
ity. Little awareness of the gendered nature
of current systems and methods of evaluating
R & I has been identified as a challenge. All or-
ganisational members and stakeholders do not
always agree on the problem of gender inequal-
ities. This can lead to a lack of engagement of
and involvement by the key stakeholders, the
relevance of the work being minimised and gen-
der equality being considered a ‘women’s issue’.
It can also have the effect that gender equality
iS seen as not necessary or as contradictory to
meritocracy or scientific excellence (see the fol-
lowing subsection). A lack of understanding and
awareness can also be a cause of resistance.
To counteract this, it is important to reiterate
that gender equality is not a minority, marginal
issue, but concerns each and every person in
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an organisation. Gender equality may also need
to be framed as key to developing a successful,
open and forward-thinking research and higher
education institution that respects and enables
everyone working and studying there. Setting
up a GEP that is fully and publicly supported by
senior managers and leaders will help to give
visibility to gender equality. Basic (possibly man-
datory) training and/or seminars, in person or
online - for all staff in an organisation - on gen-
der equality and meetings with stakeholders
may also be required (see examples of training
initiatives in the GEAR action toolbox). This is
to ensure a collective, shared understanding of
the importance of gender equality and related
work. Ensuring that time is allocated to this
training in staff work schedules gives gender
equality prominence within an institution and
frames it as an organisational priority. Finally,
explaining what a GEP entails (and does not en-
tail) may also be required (possibly with relevant
examples shared among staff).

Some individuals in organisations may believe
that the requirement for a GEP or work on gen-
der equality contradicts the commitment to sci-
entific excellence or promotion on merit. More-
over, some may believe that gender inequalities
are partly self-inflicted by women because they
are not self-confident enough. This belief ap-
pears to have led to an absence of women in
various fields and at higher levels of academia
or research settings. In fact, a commitment to
excellence in research requires a diversity of
expertise, experience and staff, as well as the
assurance to attract and retain the most tal-
ented staff. There are two ways to address this
challenge: first, by providing and promoting
training (e.g. on unconscious bias) for all staff
within an organisation and, second, by referring
to international and European research and
reports on this topic, which may be useful in
order to convince colleagues and stakeholders
of the importance of gender equality and GEPs.
In the specific case of less intensive research,
or ‘widening’ countries, a case is to be built to
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demonstrate that bridging the gender gap and
bridging the knowledge and innovation gap
correlate. More concretely, expanding the pool
of talent, tackling unconscious bias and better
addressing gender-relevant aspects through
groundbreaking research together contribute to
enhancing excellence and can result in a com-
petitive advantage. For more material to sup-
port your arguments against this belief, have
a look at tabs 2 and 3 of this page, for example
the video of the ACT project on meritocracy.

In some settings, countries or academic dis-
ciplines, the perception prevails that gender
equality measures and GEPs are unnecessary.
You may also find a ‘job done’ attitude. This may
be attributed to women being well represent-
ed in certain disciplines, fields, faculties or sec
tors, or a historical legacy of gender equality
work in an organisation. In a number of cases,
other organisational everyday matters seem to
be more urgent, and gender equality as part of
change processes falls into oblivion. In spite of
the best intentions, gender equality measures
are unconsciously left out. In addition, some be-
lieve that gender equality issues will improve on
their own, without the need for special activities
or resources, or believe that specific issues are
neutral, while they are in fact affected by power
relations. In this case, it may be beneficial to
conduct a status quo analysis and regular moni-
toring, for example with a survey, focus groups
or an in-depth quantitative analysis of HR data,
to be able to pinpoint gender equality issues
(see the GEAR action toolbox section on data
collection). It is also important to clarify that
developing a GEP and work on gender equality
need to be continued and maintained, and are
not ‘one-off’ activities. This is to ensure that the
gains previously made are sustainable and flex-
ible enough to adapt to changes in an organ-
isation caused both internally and externally.
It is also important to emphasise that ongoing
work on gender equality benefits all staff, not
only women. In order to disseminate those ar-
guments and messages within the organisation,
awareness-raising measures (e.g. seminars and
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information days) can be helpful. Keep in mind
that denial may also be related to resistance.

Gender equality work needs a strong founda-
tion in organisational resources: on the one
hand regarding human and financial resources
and, on the other, concerning evidence on
gender issues in the organisation, and gender
knowledge and expertise.

Some universities and research institutions may
not have a history or tradition of teaching or en-
gaging with gender studies or practical gender
equality work. This can be challenging for the
team/person responsible for the development
of the GEP and can make it even more difficult
to convince staff and stakeholders of the im-
portance and benefits of gender equality work
and GEPs. An initial discussion about valuable
knowledge could be a remedy in this case. This
challenge may require support from and utili-
sation of gender equality networks (at national,
regional or international level) and the buying
in of gender expertise to enhance institutional
capacity and knowledge. One challenge in this
regard could be that it is not possible to trans-
fer objectives, measures or tasks from other
organisations: they can serve as inspiration, but
have to be adapted to the specific context of
your organisation.

A lack of availability of or access to sex-disag-
gregated HR data and other forms of data (from
focus groups, interviews and surveys) is a chal-
lenge, as these figures and insights are required
to develop a status quo assessment of the are-
as in which gender equality work and measures
need to be targeted in an organisation. Several
case studies have pointed to a lack of informa-
tion and indicators regarding the intervention,
which makes effective monitoring and evalua-
tion difficult. Having the data and statistics col-
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lated and prepared is also needed to inform and
convince stakeholders and to counter resist-
ance with up-to-date facts and figures. Another
challenge regarding data collection can be the
time lag between the implementation of gen-
der equality measures and their impact, which
can also be a challenge for the monitoring and
evaluation of GEPs (e.g. students’ education pe-
riod and the impact of this education on later
professional careers). Furthermore, data pro-
tection policies and legislation may in some
cases (in particular in organisations, faculties
or departments with low staff numbers) limit
the availability of sex-disaggregated personnel
data. Updated HR data collation and manage-
ment systems may need to be utilised to ena-
ble the generation from existing staff records of
statistics that are broken down by sex/gender.
Time and costs for collecting and analysing data
may need to be factored into the GEP. If specific
sex-disaggregated data relevant to your status
quo assessment are not readily available in your
organisation, it is important to include a specif-
ic activity in your GEP to produce a methodol-
ogy and procedure for collecting these data in
a standardised form in the future. Storing any
resultant data in a way that complies with Euro-
pean and national data protection requirements
is also critical. In addition, using a mix of quan-
titative (e.g. HR data) and qualitative data (e.g.
focus groups) is recommended for mapping the
most pressing issues, but also to ensure you
have information on the reasons behind these
issues. In the GEAR tool, you can find more
detailed information on data collection and on
step 5 on monitoring progress and evaluating
a GEP.

An absence of dedicated, adequate and sus-
tained resources, both human and financial, for
gender equality work and for developing, im-
plementing and monitoring GEPs is a common
obstacle. A lack of funding can lead to chronic
under-resourcing of the work, which may lead to
only ‘cost-neutral’ measures and policies being
taken up. This is despite, in most cases, invest-
ment and committed finances being required to
accelerate change and to support the initiatives

Gender Equality in Academia and Research. GEAR tool step-by-step guide
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and measures of the GEP. The staff time required
to develop and implement a GEP and the status
quo analysis, assessment and drafting of a GEP
needs to be acknowledged and resourced. Add-
ing to the workload of already overburdened
staff, offloading this task to inexperienced or
junior staff, or not financially supporting the
measures of the GEP give a strong impression
that gender equality is not valued at institutional
level. Not funding training on gender or allowing
time in staff schedules to attend such training
is another form of not resourcing gender equal-
ity work. To overcome this obstacle, the value of
gender equality work should be clearly outlined,
such as increased staff retention, more robust
research, more diversity in staff composition and
evident senior-level commitment. The resources
needed, both human and financial, to develop
and maintain a GEP must be clearly articulated,
agreed upon and documented in the early stag-
es of plan development. Doing so allows the
work involved in a GEP to be fully and accurately
accounted for and helps to avoid staff burnout,
insufficient key stakeholder engagement due to
a lack of results, a lack of progress (both short
and long term) and limited goal achievement.
It also demonstrates the commitment and sup-
port that an organisation has for the GEP and
the importance it places on gender equality.
A persistent and chronic lack of resources for
this work and the GEP may indicate institutional
resistance to the issue (see also Section 7.1).

Gender equality work is highly dependent on hav-
ing room for manoeuvre, that is, a national and
political context and the organisational set-up in
terms of governance influence that does not re-
strict what can be done and how. For example,
translating ideas into formal gender equality
structures and policies can be difficult if the or-
ganisation has limited authority due to the politi-
cal environment.

European Institute for Gender Equality

The staff involved in the development and roll-
out of a GEP may not hold the authority or de-
cision-making powers to promote and drive
change in the organisation. This can lead to frus-
tration, limited progress and blockages in terms
of goal or output achievement of the GEP. This
obstacle can generally only be resolved by early
involvement, commitment and ongoing support
from senior management in an organisation.
This support needs to be visible, perceptible and
genuine to all those within an organisation and
to those who fund the work of the organisation
in order to develop a reputation for deeming
gender equality work important. Furthermore,
subordinating the body responsible for gender
equality directly to senior management can be
helpful. In addition, identifying who is needed to
grant authority, foster progress and authorise
decisions, and liaising with them early on in the
process of GEP development, are also crucial.

In some countries or regions, organisations may
have limited autonomy to enable changes re-
lated to gender equality. For example, in some
countries, ministries have a strong influence on
universities or funding bodies. This lack of au-
tonomy may be particularly pronounced in rela-
tion to hiring, recruitment, salaries, and promo-
tion procedures and regulations. However, you
may want to examine whether the regulation in
question applies to all members of the organ-
isation or whether there are groups to which it
does not apply (e.g. administrative staff versus
academic staff). Organisations have to respect
the provisions of the law, but if there is an in-
ternal drive and a catalyst for change, more can
be achieved. Bottom-up approaches can push
for change. You should identify activists in your
organisation to brainstorm creative solutions
that comply with the law and, at the same time,
promote fairer organisational practices (e.g. for
recruitment and career progression). These ac
tivists can also help to set measures in motion
and convince senior management and leader-
ship. Alliances need to be sought and built to


https://eige.europa.eu/gender-mainstreaming/tools-methods/GEAR/step-step-guide#step-3

contribute to a better working environment for
all genders. It can also be helpful to form and
engage in networks (e.g. university networks,
funding agency networks and research-per-
forming networks) in order to collectively make
a change in the national context or academic
system (see the section on stakeholders).

COVID-19 and the responses to it have great-
ly changed the way we live and work together
as a society and, of course, this has also been
an overarching challenge for organisational
gender equality work. The pandemic and lock-
downs have affected R & I in terms of gender
(for more information, see the GEAR section on
why change must be structural). The effects of
the pandemic have often caused delays in gen-
der equality work, as it can be quite challenging
to collect data and involve stakeholders when
individual workloads increase and while pan-
demicrelated restrictions are in place, for ex-
ample to collect feedback on a GEP draft. How-
ever, it can also be an opportunity to shed light
on gendered aspects of academia (e.g. empiri-
cal research on care responsibilities and the ef-
fects on publication activities), and you can use
the results of this kind of research to present
a case for your arguments. If you would like to
gain inspiration on how to design gender-sen-
sitive responses to COVID-19 for your organisa-
tion, consult the GEAR action toolbox.

Sustainability represents another overarching
challenge. Gender equality is a long-term pro-
cess, and the corresponding measures have

7. Resistance, common challenges and how to overcome them

to be designed in a way to ensure that gen-
der equality activities persist (e.g. also after the
completion of a specific project). Progress and
success in relation to gender equality and the
implementation of a GEP can be vulnerable to
changes, as decisions or progress may be re-
versed or halted as a result of changes. This
can be particularly pronounced when key sup-
porters or drivers at senior management level
change functions/roles or leave. Budget chang-
es, cutbacks, restructuring and apathy /gender
fatigue can also lead to reduced or limited sus-
tainability of a GEP. To overcome this challenge,
embedding commitment to both gender equal-
ity and the work related to the GEP in multiple
organisational structures is key. This means
that support, accountability and commitment
for the GEP will need to be sought from multiple
stakeholders, and not allocated to only a spe-
cific school or department. Allocating a specific
multiannual budget to gender equality-related
work that does not originate from one school
or department alone also seems to contribute
to sustainability. Furthermore, focusing a GEP
on anchoring changes in organisational regu-
lations, statutes and structures and applying
an approach that contains a mix of different
measures that address gender inequalities at
different levels supports sustainable change.
Integrating regular monitoring and evaluation
structures and/or tools into a GEP may help
you to realise when sustainability begins to lag
and may indicate what measures are needed
prior to crisis points being reached. The sus-
tainability and resilience of any GEP may need
to undergo a strengths, weaknesses, opportu-
nities and threats analysis prior to the GEP’s
adoption and launch. This is to ensure that the
GEP is fit to anticipate and overcome challeng-
es in the future.
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GETTING INTOUCH WITH THE EU

IN PERSON
All over the European Union there are hundreds of Europe Direct centres. You can find the address of
the centre nearest you online (european-union.europa.eu/contact-eu/meet-us_en).

ON THE PHONE OR IN WRITING

Europe Direct is a service that answers your questions about the European Union. You can contact this
service:

—by freephone: 00 8006 7 89 10 11 (certain operators may charge for these calls),

—at the following standard number: +32 22999696,

—via the following form: european-union.europa.eu/contact-eu/write-us_en.

FINDING INFORMATION ABOUT THE EU

ONLINE
Information about the European Union in all the official languages of the EU is available on the Europa
website (european-union.europa.eu).

EU PUBLICATIONS

You can view or order EU publications at op.europa.eu/en/publications. Multiple copies of free publica-
tions can be obtained by contacting Europe Direct or your local documentation centre (european-
union.europa.eu/contact-eu/meet-us_en).

EU LAW AND RELATED DOCUMENTS
For access to legal information from the EU, including all EU law since 1951 in all the official language
versions, go to EUR-Lex (eur-lex.europa.eu).

EU OPEN DATA

The portal data.europa.eu provides access to open datasets from the EU institutions, bodies and
agencies. These can be downloaded and reused for free, for both commercial and non-commercial
purposes. The portal also provides access to a wealth of datasets from European countries.
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