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General Information on EFFORTI
EFFORTI (Evaluation Framework for Promoting Gender Equality in R&I) seeks to analyse and model the influence of measures to promote gender equality on research and innovation outputs and on establishing more
responsible and responsive RTDI (research, technology, development, innovation) systems. For this purpose,
EFFORTI will:
 Develop an evaluation framework which enables evaluators, science managers, policy-makers and programme owners to conduct a sound analysis of the research and innovation outputs, outcomes and impacts of gender equality measures across Europe, with a focus on the national level;
 Design a differentiated concept to analyse a variety of policy measures and assess their performance,
taking into account the diversity in the national policies as well as organisational contexts;
 Derive general lessons for evidence-based and thus "good" policy-making in the field of gender equality
within RTDI systems. This means that not only has progress towards more gender equality in RTDI been
achieved, but also that RTDI has been able to benefit from this progress through enhanced scientific and
innovation outputs and productivity, as well as through a higher responsiveness to societal needs and
challenges.
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OF HUNGARIAN WOMEN IN SCIENCE (Hungary), and INTRASOFT International (Luxembourg).

This document may be freely used, copied, and distributed, provided that the document itself is not modified
or shortened, that full authorship credit is given, and that these terms of use are not removed but included
in every copy. This document is subject to updates, revisions, and extensions by the EFFORTI consortium.
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Executive Summary
Main objectives
The main objective of WP4 was to consolidate and validate the EFFORTI evaluation framework developed in
WP3.
The specific objectives of the work package were to:
 Carry out concept and implementation analysis as well as impact assessments for the selected case studies
 Develop and verify a theory of change for the selected case studies (log-frame/ theory of change)
 Validate the indicators used in the EFFORTI framework – particularly those included in the EFFORTI Impact
Stories
 Identify good practices of promoting gender equality in R&I as the specific objective of D4.4.

Methodological Approach
Given that the effect of GE programs is highly versatile, unique context-dependent, we used the so called
"impact stories" as good practice examples as they deliver stylized information on different types of intervention, suitable indicators to measure outputs, outcomes and impacts but also some basis information on
the organizational and policy context. Furthermore, an intervention logic model was used to depict the complex interacting and non-linear links between processes, outputs, outcomes and impacts. Hence, we made
use of the I-O-O-I approach to structure thinking in the evaluation logic. This model served to guide our choice
of relevant indicators, e.g. identified through the EFFORTI Toolbox, to be included in the actual GE evaluation.
The intervention logic model was translated into impact stories, which (1) are ideal type impact chains,
describing the outputs (immediate technical results), outcome (direct social effects) and impacts (intended
middle- or long-term effects beyond the beneficiaries) of commonly used gender equality measures. Furthermore, the impact stories explain (2) how the elements of the I-O-O-I chain (input, output, outcome and impact dimensions) causally interact with each other, (3) through which indicators the expected positive effects
can be verified, and (4) which positive as well as negative unintended effects have to be taken into account
and how they can be fostered or, respectively, avoided.
For the development of the initial EFFORTI Toolbox 1.0, the project team differentiated between 15 types of
interventions and 37 corresponding interventions formats. As the coverage by one or more case studies was
an important selection criterion for the creation of the impact stories, finally 18 out of these 37 interventions
formats were covered by an impact story.
Methodologically, the impact stories set a cornerstone for the case studies. In preparation of the case studies,
change models of the examined programmes were built based on the impact stories. During the case study
work, the change models were assessed for their reliability and functionality. In turn, the case studies allowed
for validation, refining or readjustment of the impact stories.
All impact stories were compiled based on the same structure:
1.
2.
3.
4.
5.

Definition of the gender equality measure,
Output: description of the measure’s immediate technical results and output indicators,
Outcome: description of the measure’s direct social effects and outcome indicators,
Impact: description of the measure’s intended middle- or long-term effects and impact indicators,
Description of the policy and organisational context.

EFFORTI
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Also, a group of team members identified a more detailed target structure that went beyond the three ERA
targets, e.g. from Genera or elsewhere, selected a systematisation and revised the log-frame template accordingly. The final set of targets is shown below:
1.
2.
3.
4.
5.
6.
7.

Increase the number of woµmen in R&I positions,
Improve working conditions / work-life balance,
Boost professional capabilities of women to pursue promotion,
Implement gender-fair organizational structures,
Integrate the gender dimension in research and teaching,
Foster ethics, public engagement, science education, open access and/or governance,
Increase R&I outputs and impacts.

Strengths
This approach allowed us to ensure the confidentiality of the single case studies from the EFFORTI countries
but contained sufficient in-depth information on how to design and evaluate different types of GE interventions as a source of inspiration for policy-makers, programme owner and evaluators.

Main Results
This report concentrates on an in-depth presentation of the major steps of creating the impact stories. In the
course of this WP, 18 impact stories were compiled.
The following table shows the coverage of impact stories and case studies which were compiled based on
the typology of gender equality measures adapted from Kalpazidou Schmidt and Cacace (2017), who assessed 125 gender equality programmes in research organisations worldwide. This typology was afterwards
extented by the advisory board and project team, while in a last step, it was compared to the extensive list
of fields and sub-fields of action of the GENERA project (Oetke et al. 2017). Only those types of interventions
that were covered by one or more concrete case studies were covered by an impact story:
Table: 1
No.

Overview of impacts stories and case study coverage
Impact Story

Case Studies

1

Introduction of chairs and positions reserved to
women

Laura Bassi Centres of Excellence;
COMET; Female Professors Programme.

3

Targeting funding practices to improve women's access to funding

Laura Bassi Centres of Excellence;
Younger Women Devoted to a University Career(YDUN)

4

Training courses

Laura Bassi Centres of Excellence;
The Accountability of Academic Colleagues (AKKA); Women Founders
Consult (WFC)

5

Support to career development

FEMtech Career; Laura Bassi Centres
of Excellence; Women Founders

EFFORTI
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No.

Impact Story

Case Studies
Consult (WFC); General ElectricWomen’s Network

6

Activities to make women visible

Laura Bassi Centres of Excellence;
Women Founders Consult (WFC);
L'Oreal- UNESCO Women in Science
Scholarships

7

Schemes for women returning from career breaks

Harmonizing Opportunities for Female Researchers; Hungarian Academy of Sciences

9

Flexible working time

COMET

10

Targeted funding to improve integration of gender dimension in research

FEMtech Research Projects

11

Gender sensitive HR development

COMET

13

Gender Studies

Gender Dimension in Performance
Agreements; Gender Dimension in
Teaching and Research Content: RPO

14

Gender equality action plan

Female Professors Programme; Gender Dimension in Teaching and Research Content: RPO; 2nd Equality
Plan in a National Research Agency

15

Monitoring appointments, promotions or attributions
of tasks

CU Monitoring

16

Definition of targets regarding gender balance in decision-making positions

VINNMER; The Accountability of Academic Colleagues (AKKA)

17

Empowerment schemes

Younger Women Devoted to a University Career (YDUN)

18

Gender dimension in tertiary education

Gender Dimension in Performance
Agreements; Gender Dimension in
Teaching and Research Content: RPO

19

Networking

Women Founders Consult (WFC)

20

Dissemination of information material

Women Founders Consult (WFC)

21

Gendered User Involvement

FEMTech Research Projects

22

Mentoring program

AU Mentoring; Women Founders
Consult (WFC)
Impact stories not used in Case Studies:

2

Revision of Internal Promotion Policies

8

Care Services and Facilities

12

Gender Budgeting

EFFORTI

8

EFFORTI - Collection of good practices and lessons learned

The following figure represent an example of how we converted and structured an examplary gender equality
measure according to the logic of the impact story approach.
Figure 1:

1

Logic of an exemplary impact story

Introduction

The introduction provides a brief overview of the objectives of the EFFORTI project. It is followed by a description of the aims of WP4. Finally, the introduction clarifies the aims of the good practice selection and
describes their structure.
EFFORTI - Evaluation Framework for Promoting Gender Equality in Research and Innovation – is a project
funded under the European Commission’s (EC) Research and Innovation Action programme (RIA), as part of
Horizon 2020 Science with and for Society (SWAFS). The aim of the project is to systematise and deepen
knowledge on the scope, relevance, effectiveness and efficiency of gender equality policies with regard to
research, technology, development and innovation (RTDI) by designing a common analytical framework.
Specifically, EFFORTI will provide tools that are both sophisticated and practical for the evaluation of gender
equality (GE) policies across European countries. This will be done by developing a novel and detailed evaluation framework, including a model for analysis and evaluation of possible impacts of GE measures on RTDI.
The model will include a toolbox with measurable indicators at team, organisation and system levels (see
Kalpazidou Schmidt et al. 2018). The toolbox will be tested in selected case studies in seven countries. The
EFFORTI evaluation framework will include tools for analyses and modelling of the influence of measures
aimed at promoting gender equality in research and innovation (R&I) outputs, thereby supporting the establishment of a more responsible and more responsive RTDI system, which is in line with the current concept
of responsible research and innovation (RRI) and targets societal needs and grand societal challenges of our
time in the European context.

EFFORTI
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The main objective of WP4, the case study work which deliverable D4.4 belongs to, is to consolidate and
validate the EFFORTI evaluation framework developed in WP3. The specific objectives of WP4 were to:
 Carry out concept and implementation analysis as well as impact assessments for the selected case studies (D4.1),
 Develop a theory of change for the selected case studies (log-frame/ theory of change) (D4.1),
 Validate the indicators used in the EFFORTI framework – particularly those included in the EFFORTI Impact
Stories (D4.1),
 Compile a synthesis report (D4.2),
 Organize an international workshop for policy learning (D4.3) and finally
 Collect good practice examples (D4.4).
Defining good practices is challenging since all GE programs have good and less well functioning elements
and the effect is always context-dependent. Therefore the study team decided to use so called "impact stories" as good practice examples as they deliver stylized information on different types of intervention, suitable indicators to measure outputs, outcomes and impacts but also some basis information on the organizational and policy context. This allows us to ensure the confidentiality of the single case studies from the
EFFORTI countries but contains sufficient in-depth information to inspire policy-makers, programme owner
and evaluators how to design and evaluation different types of GE intervention.
This report is structured as follows: Chapter 2 summarizes the most important elements of the EFFORTI
Toolbox 1.0 (see also D3.3). Chapter 3 describes the process to create the impact stories in more detail.
Chapter 4, finally, involves in total 18 impact stories compiled in the course of WP4.

2

The EFFORTI Toolbox 1.0 as background for the good practice impact
stories

EFFORTI aims at contributing to a better understanding of the impacts of current GE initiatives from the
science-management and policy-making perspectives and providing evidence of good practice along with
concepts and tools for monitoring and evaluating GE initiatives and their effects on RTDI.

2.1

Impact

A variety of models and contextualisation have been offered to evaluate the impact of projects, programmes,
and policies in the field of RTDI. Impact can be construed as an overall term that sometimes includes indicators and assessments of performance, effectiveness, efficiency, output, outcome, along with short- and longterm effects of the evaluation; in other instances, impact is considered to cover a narrower spectrum of the
above (Pedersen 2017; Klatt and Sandström 2016; Boekholt et al. 2014; Hansen and Jørgensen 1995).
The I-O-O-I (inputs, outputs, outcomes and impact) model constitutes the underlying analytical framework
of EFFORTI which guides the understanding of the intervention logic in a linear, easily communicable manner.
Obviously, this involves a simplification of a complex process. In theory, establishing a causal link between a
policy intervention and an observed impact requires the attribution of the observed change to the policy
intervention. In practice, however, complex social contexts make such pursuits problematic (Cartwright and
Hardie 2012; Dahler-Larsen 2012; Albæk 1989; Larsen and Lassen 2001). Therefore, rather than attributing
notions of effects, outcome and impact, in EFFORTI, these concepts are dealt with by means of evaluative

EFFORTI
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approaches that pursue contributions to achieve impact. As underlined in the literature, the ability of programmes to foster the right conditions for change is central in complex interventions (Reale et al. 2014), and
impact assessment has to account for whether adequate "conditions for impact" are in place (Kalpazidou
Schmidt and Cacace 2017).
Establishing causal relationships between policy interventions and observed changes poses a theoretical
challenge as well as empirical and methodological problems. Based on the work done by the European Court
of Auditors (2008), we can summarise the most important challenges as follows:
1.
2.
3.

attribution problems,
measurement problems (data availability, understanding the dynamics, comparability of results, aggregation, adequacy of indicators),
timing problems.

A range of hybrid approaches seeks to address these challenges. Such approaches aim to bridge the divide
between effects studies struggling to pursue a "strict" notion of causal mechanisms that provide meaning in
actual practice, on the one side, and a range of more interactive and process-oriented evaluation models
that are closer to practice, but further distanced from generalisability and transferability, on the other side.
According to these approaches, causality is often dealt with as a problem of contribution rather than attribution (Leeuw 2012; Patton 2012; Krogstrup 2016). An example is theory-based impact evaluation1 (TBIE): in
TBIE, "why and how" questions are asked instead of "how things would have been without" like counterfactual approaches do. The goal is to answer the "why it works" question by identifying the theory of change
("how things should logically work to produce the desired change") behind the programme and assessing its
success by comparing theory with actual implementation (Leeuw 2003; Leeuw and Vaessen 2009; Leeuw
2012; European Commission 2013).
The main elements of theory-based impact evaluations are thus (i) an intervention or programme theory, i.e.
an action and change theory (makes implicit or explicit assumptions on how and why an intervention should
work, identifying impact pathways and mechanisms), and (ii) the empirical investigation of the programme/intervention theory. For this purpose, a contribution analysis is frequently used (Mayne 2015), addressing attribution through contribution analysis, using performance measures sensibly (Leeuw 2012; European Commission 2013). Accordingly, log frames and theories of change were developed for each of the
single case studies collected in D4.1 report.

2.2

Intervention typology

In advance of the development of the EFFORTI toolbox offering indicators and methods useful for assessment
of GE interventions in the RTDI field, we briefly provide a broad overview of such interventions. The typology
developed by Kalpazidou Schmidt and Cacace (2017) was adapted to take into consideration some of our
empirical case studies, for example gendered user involvement and integrating the gender dimension in tertiary education were not initially covered. This typology was also then related to the fields of action promoted
by the GENERA project. The fields of action can be seen to be broader than the intervention format and

1

TBIE bears some resemblance to theory-based evaluation (Chen 1990), realistic evaluation (Pawson and Tilley
1997), and the intervention theory method (Vedung 2009).
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therefore facilitated our cross-case analysis in two ways. Firstly, by facilitating the grouping of interventions
together with similar objectives for example mentoring programmes and support to career development –
can be linked to Advancement. Secondly, the field of action can provide a bridge linking the type of intervention to the ERA priority. For example, recruitment can be linked to more women in R&I, advancement is
clearly linked to an increased gender balance in decision-making and leadership, and research and knowledge
integrating the gender dimension in research content. The resultant intervention typology is presented in
Table 2 below (bold = covered by an impact story).
Table 2:

Overview of the developed intervention typology

Type of intervention
1.

Policies

2.

Non-discrimination

3.

Composition & Integration

4.

Advancement

5.

Recruitment

6.

Monitoring

7.

Deconstructing Excellence

8.

Gender Awareness &
Bias

9.

Leadership Accountability

10. Funding

2

Intervention format
1.
2.
3.
4.
5.
6.
7.
8.
9.
10.
11.
12.
13.
14.
15.
16.

Mainstreaming actions
Gender Equality/Action Plan
Gender budgeting
Gender-sensitive practices for the attribution of tasks
Gender-sensitive study and working conditions (e.g. alternative study
plans for pregnancy during laboratory work period)
Gender sensitive HR management
Guidelines regarding gender specifics
Definition of targets regarding gender balance in decision-making
Definition of targets regarding gender balance in research groups
Institution of quotas
Mentoring programmes
Gender-sensitive practices for assessment
Introduction of chairs and positions reserved to women
Support to career development (counselling)
Empowerment schemes
Campaigns for inspiring women for MINT2 subjects

17. Monitoring appointments, promotions, or attributions of tasks
18. Revision of internal policies regarding promotions
19. Revision of internal policies regarding staff appointments
20. Training courses (different targets)
21. Implementation of gender-sensitive leadership and personnel development
22. Targeting funding practices to improve women’s access to research funding
23. (Targeted) funding to improve the integration of gender dimension in research
24. Targeted funding practices to encourage research organisations to promote gender equality measures
25. Special funding for women researchers

Mathematics, information technology, natural sciences and technology.
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Type of intervention
11. Research

12. Knowledge

13. Visibility

14. Care & Family Life

15. Work-Life Balance

Intervention format
26. Gendered user involvement
27. Inclusion and monitoring the integration of the gender dimension and impact
28. Dissemination of information material
29. Revision of teaching curricula and texts
30. Introduction of single-sex degree and specialisation courses
31. Provision of Gender and Women Studies or modules
32. Integrating the Gender Dimension in Tertiary Education
33. Networking
34. Activities to make women (and their research) visible
35. Role models
36. Support in period of absence for family needs
37. Schemes for women returners
38. Care services and facilities (for children, the elderly, and others)
39. Support to mobility, including spouse relocation schemes
40. Introduction of flexible working hours

Examples of Impact Stories were developed for a broad spectrum of these intervention types in order to
provide examples of the mechanisms regarding intervention intentions and to provide a common framework
for understanding the multi-faceted interventions of the cases that will serve as a testing ground for the
further EFFORTI toolbox development in the next phases of the project.

2.3

Development of indicators

Both qualitative and quantitative indicators are included in the tentative conceptual model for the toolbox.
The collected indicators cover all three levels of policy interventions, namely micro (dealing with individuals
or teams), meso (focusing on organisational issues such as institutional rules, incentives, structures, and processes), and macro (referring to rules, incentives, structures, and processes at regional, national or supranational level). Indicators aiming at assessment at all stages (inputs, throughputs, outputs, outcomes and impact) of an intervention are included. The distinction between different policy stages is analytically derived.
This means that the applied I-O-O-I model (inputs, outputs, outcomes and impact) is the underlying analytical
framework guiding the understanding of the intervention logic in a linear, easily communicable manner. In
practice, however, any single GE measure interacts with other interventions in a dynamic and adaptive system of complex interwoven mechanisms.
From a dense list of dimensions and sub dimensions, five main categories have been identified and presented
in an indicator scheme to support the design, instrumentation and assessment of future evaluations of the
link between GE and RTDI (see Kalpazidou Schmidt et al. 2017, 14). The five main categories identified are:
1.
2.
3.
4.
5.

Personnel,
Working conditions,
Professional capabilities,
Structural features,
Research and innovation/RRI.
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Table 3:

Categories, dimensions and sub dimensions of the EFFORTI Toolbox 1.0

Category

1. Personnel

Dimension

1.1 Positions

Sub-dimension
1.1.1 Increased number of women in academic
and other RTDI positions
1.1.2 Increased number of women in decisionmaking positions

1.2 Recruitment capacity

1.2.1 Improved recruitment of talented women

2.1 Work-life balance

2.1.1 Improved compatibility of family and career
2.2.1 Appropriate respect/recognition for (academic/scientific/leadership) work

2.2 Job satisfaction

2.2.2 Positive individual job rating
2.2.3 Overall work climate
2.2.4 Allocation of workload

2. Working
Conditions

2.3.1 Transparent, non-biased and flexible promotion/tenure criteria
2.3 Competitiveness/promotion
and career

2.3.2 Strengthened confidence for promotion and
responsible positions
2.3.3 Improved support to advance research career

3. Professional
Capabilities

4. Structural
Features

EFFORTI

2.4 Workplace

2.4.1 Equal workspace/facilities allocation

3.1 Leadership

3.1.1 Increased confidence and ability of leadership roles

3.2 Professional achievements

3.2.1 Increased professional development of work
skills (for career success)
3.2.2 Improvement of network building and use

3.3 Awareness of/commitment
to GE

3.3.1 Increased gender awareness

3.4 Funding to promote GE in
terms of female careers

3.4.1 Increased funding to promote GE

4.1 GE challenges/barriers

4.1.1 Decrease of GE barriers

4.2 Organisational/cultural
change with regard to GE

4.2.1 Organisational/cultural change with regard
to GE

4.3 Preferential treatment

4.3.1 Equal treatment

4.4 Funding for structural transformation

4.4.1 Increased funding to achieve structural
transformation
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5.1.1 Scientific outputs
5.1.2 Networks
5.1 Research outputs and impacts

5.1.3 Training/Human capital
5.1.4 Strengthened R&I capacities/excellence
5.1.5 Research priorities and outcomes in terms of
GE
5.2.1 Conventional innovation indicators

5.2 Innovation outputs and impacts (incl. technological impacts)

5.2.2 Diffusion of innovation in products, services,
processes
5.2.3 Knowledge about sex and gender incorporated into engineering innovation processes
5.3.1 Economic impacts

5.3 Economic outputs and impacts (incl. entrepreneurships)

5.3.2 Entrepreneurship
5.3.3 Strengthened framework conditions for R&I
5.3.4 Jobs, growth & competitiveness of participants (incl. small and medium enterprises (SMEs))

5. R&I / RRI

5.4.1 Achieved gender equality in research process

5.4 Gender-sensitive research

5.4.2 Research quality: integration of a gender dimension/perspective in research and content, in
research projects, patents, and agreements
5.4.3 Contributions to strengthening gender sensitive research
5.5.1 Gender equality
5.5.2 Ethics

5.5 Responsible Research and
Innovation (RRI)

5.5.3 Public engagement
5.5.4 Science education
5.5.5 Open access
5.5.6 RRI/governance

5.6 Societal challenges

5.6.1 Research priorities & outcomes in terms of
GE
5.6.2 R&I indicators

5.7 Societal and environmental
impacts

EFFORTI

5.7.1 Societal impacts
5.7.2 Environmental impacts
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3

Theory-based impact stories – Concept, relevance and structure

Overall, a common constraint in evaluations of GE interventions concerns the complex interacting links between processes, outputs, outcomes and impacts that are usually non-linear in time and direction and therefore often need clarification, i.e. an intervention logic model. The I-O-O-I approach is useful to structure
thinking in the evaluation logic, but it is important to emphasise and keep in mind the non-linearity of inputs
from an intervention over processes to actual and measurable types of RTDI effects. Again, the intervention
logic model supports and guides choices of relevant indicators, e.g. identified through the EFFORTI toolbox,
to be included in the actual GE evaluation.
The intervention logic model is translated into so-called impact stories. The impact stories are (1) ideal type
impact chains, describing the outputs (immediate technical results), outcome (direct social effects) and impacts (intended middle- or long-term effects beyond the beneficiaries) of commonly used gender equality
measures. Furthermore, the impact stories explain (2) how the elements of the I-O-O-I chain (input, output,
outcome and impact dimensions) causally interact with each other, (3) through which indicators the expected
positive effects can be verified, and (4) which positive as well as negative unintended effects have to be taken
into account and how they can be fostered or, respectively, avoided.
As mentioned above, the typology of gender equality measures is adapted from Kalpazidou Schmidt and
Cacace (2017), who assessed 125 gender equality programmes in research organisations worldwide. The
EFFORTI team and its advisory board extended the initial typology during a workshop meeting for further
measures that promote the inclusion of gender in research content. During the last step, the resulting typology was compared to the extensive list of fields and sub-fields of action of the GENERA project (Oetke et al.
2017). Only those type of interventions that were covered by one or more concrete case studies were covered by an impact story. The following table shows the coverage of impacts stories and case studies:
Table 1:

Overview of impacts stories and case study coverage

No.

Impact Story

Case Studies

1

Introduction of chairs and positions reserved to
women

Laura Bassi Centres of Excellence; COMET; Female Professors Programme

3

Targeting funding practices to improve women's
access to funding

Laura Bassi Centres of Excellence; Younger
Women Devoted to a University Career(YDUN)

4

Training courses

Laura Bassi Centres of Excellence; The Accountability of Academic Colleagues (AKKA); Women
Founders Consult (WFC)

5

Support to career development

FEMtech Career; Laura Bassi Centres of Excellence; Women Founders Consult (WFC); General
Electric- Women’s Network.

6

Activities to make women visible

Laura Bassi Centres of Excellence; Women
Founders Consult (WFC); L'Oreal- UNESCO
Women in Science Scholarships

7

Schemes for women returning from career
breaks" i

Harmonizing Opportunities for Female Researchers

9

Flexible working time

COMET
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No.

Impact Story

Case Studies

10

Targeted funding to improve integration of gender dimension in research

FEMtech Research Projects

11

Gender sensitive HR development

COMET

13

Gender Studies

Gender Dimension in Performance Agreements;
Gender Dimension in Teaching and Research
Content: RPO

14

Gender equality action plan

Female Professors Programme; Gender Dimension in Teaching and Research Content: RPO; 2nd
Equality Plan in a National Research Agency

15

Monitoring appointments, promotions or attributions of tasks

CU Monitoring

16

Definition of targets regarding gender balance in
decision-making positions

VINNMER; The Accountability of Academic Colleagues (AKKA)

17

Empowerment schemes

Younger Women Devoted to a University Career
(YDUN)

18

Gender dimension in tertiary education

Gender Dimension in Performance Agreements;
Gender Dimension in Teaching and Research
Content: RPO

19

Networking

Women Founders Consult (WFC)

20

Dissemination of information material

Women Founders Consult (WFC)

21

Gendered User Involvement

FEMTech Research Projects

22

Mentoring program

AU Mentoring; Women Founders Consult (WFC)

Impact stories not used in Case Studies:
2

Revision of Internal Promotion Policies

8

Care Services and Facilities

12

Gender Budgeting

Figure 2 shows the logic of the impact story approach by the means of an exemplary gender equality measure
‘revision of internal policies regarding promotions’. The measure aims at the immediate output of a more
transparent and formalised promotion process. An increase in transparency can lead to an increase of performance-related justice in promotions as an outcome, and to stronger performance-orientation of the
whole research organisation/system as an impact.
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Figure 2:

Logic of an exemplary impact story

Figure 1 also visualises the theoretical assumptions that are present to validate the superior intervention
logic (in the green boxes of Figure 2). First, the measure is split into its particular activities, and then the
output, outcome and impact are further specified. For example, increased transparency in promotion processes enables better career planning, increases work climate and job satisfaction (as promotions are perceived as more justified) and may also lead to higher performance incentives for all team members (as performance requirements are clarified). In the long run, because of a weakening of institutional gender bias,
the number of women at all hierarchy levels is expected to increase and research performance is expected
to improve. Suitable quantitative and qualitative indicators are attributed to all levels of the impact chain
(output, outcome, impact). Consequently, the impact stories are also used to decide which of the versatile
set of indicators that was compiled during the previous research steps will be part of the EFFORTI toolbox.
Methodologically, the impact stories not only form the core of the EFFORTI online toolbox, they also set a
cornerstone for the case studies. In preparation of the case studies, change models of the examined programmes are built based on the impact stories. During the case study work, the change models are assessed
for their reliability and functionality. In turn, the case studies allow for validation, refining or readjustment
of the impact stories. All impact stories are constructed based on the same structure:
1.
2.
3.
4.
5.

Definition of the gender equality measure,
Output: description of the measure’s immediate technical results and output indicators,
Outcome: description of the measure’s direct social effects and outcome indicators,
Impact: description of the measure’s intended middle- or long-term effects and impact indicators,
Description of the policy and organisational context.

Impact stories were already part of the EFFORTI toolbox published in D3.3 as ideal type logical models to
summarize typical outputs, outcomes and impacts. These impact stories built the basis for their further refinement, by adding in a first step the case studies to which they refer. Furthermore, a group of team members identified a more detailed target structure that goes beyond the three ERA targets, e.g. from Genera or
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elsewhere, selected a systematisation and revise the log-frame template accordingly. The final set of targets
is shown below:
1.
2.
3.
4.
5.
6.
7.

Increase the number of women in R&I positions,
Improve working conditions / work-life balance,
Boost professional capabilities of women to pursue promotion,
Implement gender-fair organizational structures,
Integrate the gender dimension in research and teaching,
Foster ethics, public engagement, science education, open access and/or governance,
Increase R&I outputs and impacts.

Afterwards a new template of the log-frame was sent out to the partners for the IS-revisions. The final creation of the impact stories was based on a double peer review process supervised by two team members, in
which the team members as well as the members of the advisory board were involved as blind reviewers.
The following table shows the final structure of the Impact story template:
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Table 2:

Impact Story Template

Impact Story
>>Fill in name of the analysed measure here<<
Intervention Definition
>>Fill in definition of the measure here: (1) explain what is the problem being addressed, (2) paraphrase the measure in different words, and (3) which concrete activities have to be carried out.<<
Intervention Definition Short
>>Fill in definition of the measure here: paraphrase the measure in different words. DO NOT USE MORE
THAN 400 CHARACTERS including spaces).<<
Objectives
>>List the goals that can be achieved by the measure, use the following categories (more detailed description, table 1 below):
(1) Increase the number of women in R&I positions
(2) Improve working conditions / work-life balance
(3) Boost professional capabilities of women to pursue promotion
(4) Implement gender-fair organizational structures
(5) Integrate the gender dimension in research and teaching
(6) Foster ethics, public engagement, science education, open access and/or governance
(7) Increase R&I outputs and impacts <<
Output
>>Fill in a description of the immediate tangible results of the intervention (conducted trainings, delivered information, established guidelines…) and describe possible indicators for those results. For the
definition of output see Deliverable 3.3, p. 13.<<
Output Short
>>Fill in a description of the output. DO NOT USE MORE THAN 1.300 CHARACTERS including spaces.<<
Output indicators
>> PLEASE LIST THE 10 MOST RELEVANT INDICATORS. Please state the number of the indicator’s sub
dimension (e.g.: 2.2.3 Perceptions of work climate; 1.1.2 Composition of boards or committees). Please
use the indicator list from the following e-mail: Clemens Striebing (sender), 20.09.2018. <<
Outcome
>>Fill in a description of the direct intended effects on the intervention target group of the interven-
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tion and describe indicators for those effects. Please consider effects on (1) gender equality, (2) research performance and (3) responsibility of research and innovation. For the definition of outcome see
Deliverable 3.3, p. 13.<<
Outcome Short
>>Fill in a description of the outcome. DO NOT USE MORE THAN 1.300 CHARACTERS including
spaces.<<
Outcome indicators
>> PLEASE LIST THE 10 MOST RELEVANT INDICATORS. Please state the number of the indicator’s sub
dimension (e.g.: 2.2.3 Perceptions of work climate; 1.1.2 Composition of boards or committees). Please
use the indicator list the following e-mail: Clemens Striebing (sender), 20.09.2018. <<
Impact
>>Fill in a description of the middle- or long-term effects of the intervention beyond the target group
on the organisation or society and describe indicators for those effects (effects can be direct and indirect, intended and unintended). Please consider effects on (1) gender equality, (2) research performance and (3) responsibility of research and innovation. For the definition of impact see Deliverable
3.3, p. 13.<<
Impact short
>>Fill in a description of the impact. DO NOT USE MORE THAN 1.300 CHARACTERS including spaces.<<
Impact indicators short
>> PLEASE LIST THE 10 MOST RELEVANT INDICATORS. Please state the number of the indicator’s sub
dimension (e.g.: 2.2.3 Perceptions of work climate; 1.1.2 Composition of boards or committees). Please
use the indicator list the following e-mail: Clemens Striebing (sender), 20.09.2018. <<
Policy Context
>>Fill in a description of factors on a policy (macro) level that influence the impact of the intervention.<<
Organisational Context
>> Fill in a description of factors on ab organisational (meso) level that influence the impact of the intervention.<<
Sources
>>Fill in your sources here, please use Chicago style (Author-Date System) as described here
http://www.chicagomanualofstyle.org/tools_citationguide/citation-guide-2.html.<<
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4

Good practice impact stories

As mentioned above, the project team differentiated 15 types of interventions and 37 corresponding interventions format for the development of the EFFORTI Toolbox 1.0. As the coverage by one or more case studies was important selection criteria for the creation of the impact stories, finally 18 out of these 37 interventions formats are now covered by an impact story. The following sections show these 18 impact stories,
grouped by type of intervention.

4.1

Policies

The intervention type "Policies" subsumes three different intervention formats: Mainstreaming actions, gender equality / action plans and gender budgeting. The intervention format "Gender Equality / Action Plan" is
covered by an impact study.
4.1.1

Impact Story Gender Equality / Action Plan

Impact story
Gender equality action plan
Intervention Definition
Research has demonstrated that despite various policy initiatives and support at the EU level for gender
equality in science and research, women still face persistent barriers in pursuing careers and reaching
decision-making positions even when they are well represented at entry level (Caprile et al. 2012). There
is consensus that "organisational hierarchies, procedures and formal and informal rules informing the
ordinary functioning of the institution hinder the recruitment and promotion of women" (Kalpazidou
Schmidt and Cacace, 2017, 5). Gender equality plans have been promoted by the European Commission
as the main tool to effect systematic institutional change particularly in RPOs but also in RFOs. The
GARCIA project defines a gender equality plan as follows: "a planning document that promotes gender
equality within an organisation. It aims to fulfil sets of actions and to achieve structural changes based
on each specific situation and context. It is important for a Gender Action Plan to be self-tailored to the
specific organisational context." (Bozzon et al. 2016, 4). The GENERA project has developed a useful typology of the different measures that can be implemented in a GEP classified by field of action and subfield of action (Oetke et al. 2016). The TARGET project builds on this typology as a basic framework for
ordering possible actions/measures and includes a fourth strand of general or transversal measures. The
following table provides an overview of this framework.

Dimension

Field of Action

Sub-field of action

HR Management

Gender-inclusive organisational culture

Gender awareness and bias
Non-discrimination

Presence

Recruitment
Retention and attrition
Advancement
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Flexibility, time and work life

Work-life balance
Care & family life

Decision-making

Addressing gender bias in decision-making

Gender dimension

Gender dimension in education
Gender dimension in research content

Transversal measures

Top management commitment - Leadership accountability
Community of practice - Gender equality structure
Data collection - monitoring

Examples of measures that can be included in a GEP under these sub-fields of action are the following:
Gender Awareness and Bias: Unconscious bias training; Gender Equality Office
Non-discrimination: Zero-tolerance Sexual Harassment Policies; fair and transparent workload balance
across all areas (teaching, research, administration);
Recruitment: Transparency of selection process; gender gender-trained hiring committee;
Retention & Attrition: training for career development; monitoring of attrition and retention
Advancement: Balanced women’s representation in promotion pools; gender as a criterion for ranking
applications; mentoring
Work-Life Balance: Reasonable working hours; telework; flexible schedules;
Care & Family Life: support the ‘dual earner’ family model; non-discrimination of parents;
Decision-making: Introducing gender quotas; ensuring that all bodies are gender aware
Gender dimension in education: Mainstreaming gender awareness in all curricula; including methods of
sex and gender analysis and related knowledge in all curricula;
Gender dimension in research content: Asking research applications to address ‘how sex and gender
analysis is taken into account in the project’s content’
Intervention Definition Short
"A Gender Action Plan is a planning document that promotes gender equality within an organisation. It
aims to fulfil sets of actions and to achieve structural changes based on each specific situation and context. It is important for a Gender Action Plan to be self-tailored to the specific organisational context."
(Bozzon et al. 2016, 4)
Objectives
(1)
(2)
(3)
(4)
(5)

Increase the number of women in R&I positions
Improve working conditions/ Work-life balance
Boost professional capabilities of women to pursue promotion
Implement gender-fair organisational structures
Integrate the gender dimension in research and teaching
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Output
At the institutional level, the main output of a GEP is the actual adoption of the GEP and the activities
involved in the implementation of the planned measures, as EFFORTI Case Study 2 nd Plan for equality
between women and men in the National Research Agency shows. These may include training sessions,
policies, revision of policies and guidelines, specific funding (i.e. grants for early career development),
rewards and incentives and the establishment of institutional support and various measures (including
those that focus on the work environment/ practise and the renegotiation of workload). According to the
EFFORTI Case Study 2nd Plan for equality between women and men in the National Research Agency,
outputs for recruitment may include panels that have been provided with general recommendations on
fair staff evaluation and for advancement – training on gender equality has been included in the leadership skills course amongst others. GEPs vary in terms of the specific measures that they detail – therefore,
outputs depend on the specific activities that these institutions decide to undertake. For example, if a
specific GEP is concerned with revising the recruitment process, ‘revised recruitment process’ may be a
GEP output. Another action might be unconscious bias training for recruitment panels or Human Resource Managers – in this case, the output would be the conduct of training sessions delivered to members of the recruitment panels or Human Resource Managers and the number of participants on these
training courses.3
Output Short
At the institutional level, the main output of a GEP is the actual adoption of the GEP and the activities
involved in the implementation of the planned measures, this may include training sessions, policies,
revision of policies and guidelines, specific funding (i.e. grants for early career development), rewards
and incentives and the establishment of institutional support and various measures (including those that
focus on the work environment/ practise and the renegotiation of workload).
Output indicators
2.1.1 Range of institutional support (child-care; partner/ spousal hiring; health accommodations; career
planning; etc.)
2.2.3 Measures on work environment/work practices
2.2.4. Measures led to renegotiation of workload
2.2.4 Guidelines on how to a release from one kind of activity (for example teaching) to focus on research

3

A GEP is not only a ‘measure’ or intervention that produces outputs; an analysis of a country’s proportion of RPOs
with a GEP in place is also indicative of the pro-activeness of a country’s research institutions in challenging gender
inequality and, therefore, the GEP can also be conceived as an ‘input’ (Wroblewski et al. 2015, 63). For example,
the ERA (2014) survey used the following indicators: proportion of RPOs that adopted gender equality plans, and
proportion of R&D personnel working in organisations that adopted gender equality plans. The first indicator represents a first step towards understanding how widespread the adoption of such plans is within the European
Research Area. The second indicator “represents a first step towards understanding how common it is for R&D
personnel to work in RPOs that have adopted such plans and thus made a formal commitment to gender equality.
It provides an insight into the working conditions within the European Research Area (in the respondent RPOs)”
(European Commission 2016c, 112).

EFFORTI

24

EFFORTI - Collection of good practices and lessons learned

2.3.2 Existence of rewards and incentives
2.4.1 Study of actual space allocation of faculty at organisational level (access to the lab, square footage,
proximity to electrical power, since last renovation, services)
3.3.1 Share of staff/researchers who have received training on IGAR
3.1.1 Implementation of leadership development programme
4.2.1 Adoption of GE plans
4.2.1. Adaptations in guidelines, employee rights, spousal appointments
4.4.1 Grants for early career development
Outcome
The main outcomes of GEPs include those related to implemented measures to create an institution free
from bias and therefore a more attractive work environment that will benefit both women and men. EIGE
(2016) states the following outcomes for a GEP: compliance with domestic and EU regulations; creating
better work environment; attracting and retaining talent; economic benefits; excellence and research
quality; effectiveness and efficiency of the research, and a leverage for organisational change.
Important indicators of an institutional awareness and commitment to gender diversity include institutional structural characteristics, which can be evaluated by examining the budget allocated to GE monitoring and whether or not there is a dedicated person/department/team in charge of GE monitoring.
The establishment of institutional data gathering as an outcome of a GEP aids the monitoring process.
For example in the EFFORTI Case Study 2nd Plan for equality between women and men in the National
Research Agency data collection has been vastly improved and a greater understanding of remuneration
inequalities in this case study as well as more in-depth knowledge of women’s representation in different
scientific areas and at different levels of the organisation has been achieved.
GEP outcomes related to an increased institutional awareness of and commitment to gender diversity
may also be measured through examining the effect of data gathering on the application process, and
the inclusion of the gender dimension in teaching/curricula. Another major outcome of the successful
implementation of a GEP is a decrease of gender equality barriers, which can be determined through
examining whether or not a policy change has been enacted. For example in the EFFORTI Case Study 2 nd
Plan for equality between women and men in the National Research Agency a regulation on variable
payment linked to "productivity" has been modified so that paternity / paternity leaves do not affect
retribution. Organisational and cultural change is the main outcome of a GEP which can be identified
through examining the perceived extent and pace of cultural change on the organisational level as well
as an assessment of the general organisational consciousness and an impact assessment of measures
enacted, i.e. has the data collected in the application process lead to a change / revision of the process
and what effect has this had on a more gender-balanced recruitment. The assessment of effectiveness of
existing equal opportunity / anti-discrimination legislation measures is another indicator of decreasing
gender equality barriers.
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Outcome Short
The main outcomes of GEPs include those related to implemented measures to create an institution free
from bias and therefore a more attractive work environment that will benefit both women and men. EIGE
(2016) states the following outcomes for a GEP: compliance with domestic and EU regulations; creating
better work environment; attracting and retaining talent; economic benefits; excellence and research
quality; effectiveness and efficiency of the research, and a leverage for organisational change.
Another major outcome of the successful implementation of a GEP is a decrease of gender equality barriers, which can be determined through examining whether or not a policy change has been enacted.
Organisational and cultural change is the main outcome of a GEP which can be identified through examining the perceived extent and pace of cultural change on the organisational level as well as an assessment of the general organisational consciousness and an impact assessment of measures enacted.
Outcome indicators
2.1.1. Range of institutional support (child-care, Partner/spousal hiring; health accommodations; career
planning etc.
3.3.1 Effect of data collection on application process
3.3.1 Inclusion of the gender dimension in teaching/curricula
3.3.1 Institution’s commitment to promote equality and diversity
3.3.1 Establishment of institutional data-gathering
3.3.1 Budget allocated to GE monitoring
3.3.1 Dedicated person/ department/ team in charge of GE monitoring
3.4.1. Integration of GE in KPIs
4.1.1 Enacting of policy change
4.2.1 Perceived extent and pace of cultural change on organisational level
4.2.1. General organisational consciousness and messages with symbolic value
4.2.1 Assessment of the effectiveness of existing equal opportunity/ anti-discrimination legislation/
measures
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Impact
The direct impact of GEP implementation should be a gender fair institution where institutional barriers
preventing more women in research in critical disciplines (i.e. in those disciplines in which they are particularly underrepresented) and at the higher echelons of the academic career ladder are overcome. The
impact of a GEP should therefore minimise horizontal and vertical segregation across a range of disciplines and positions.
The increase of women in leadership positions can be measured by examining the take up of leadership
positions such as rector, associate professor, dean/associate dean, centre director, head of department
or leader of research. For example in the EFFORTI Case Study ES_2 2nd Plan for equality between women
and men in the National Research Agency - women’s presence in leadership positions, especially in management has increased in recent years. Impact can also be rewarded, for example the University of Copenhagen through its plan has set up a central bonus pool offering additional rewards for each of the
faculties which has increased the ratio of newly hired female professors by five percentage points in
comparison to the year prior to the plan (Nielsen 2017).
Regarding decision-making, the composition of boards or committees is a useful indicator. Fairness of
evaluation can be measured through data gathering on the application process (and subsequent actions),
unconscious bias training for evaluators and a more transparent promotion system. The success ratio of
women and men in recruitment and promotion can be analysed and disseminated in the plan, as the
EFFORTI Case Study 2nd Plan for equality between women and men in the National Research Agency
shows. One main impact of a successful gender equality plan is a greater gender awareness, which can
be linked to the scale of the organisation’s commitment to gender diversity – measured through regulations, contract’s reformulation and the founding of new initiatives. The decrease of gender equality barriers can also be gaged through the level of sustainability of gender equality initiatives as well as the
perceived extent and pace of cultural change on the organisational level. One major impact of a successfully implemented GEP is the retention of talent, particularly female talent – thereby bolstering the diversity of the workforce and increasing innovative research projects and publications. EIGE (2016) also
points out regarding the impacts of GEPs how integrating the gender dimension in research content,
"improves the overall quality of research design, hypotheses, protocols and outputs in an ample variety
of fields." In this instance, a key indicator is Research quality: integration of a gender dimension /perspective in research and content in research projects, patents and agreements.
Impact Short
The direct impact of GEP implementation should be a gender fair institution where institutional barriers
preventing more women in research in critical disciplines (i.e. in those disciplines in which they are particularly underrepresented) and at the higher echelons of the academic career ladder are overcome. The
impact of a GEP should therefore minimise horizontal and vertical segregation across a range of disciplines and positions thereby crucially retaining talent and positively influencing innovative research projects and publications.
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Impact indicators
1.1.1Rate of change in composition of faculty
1.1.1Taken up leadership positions such as rector, associate professor, dean/ associate dean, centre director, head of department, leader of research
1.1.2 Composition of boards or committees
1.2.1 Fairness of evaluation
2.2.1 Transparent promotion system
3.3.1 Scale of organisational commitment to gender diversity (measurement through regulations, contract’s reformulation, founding of new initiatives)
4.1.1. Sustainability of gender equality initiatives
4.2.1. Perceived extent and pace of cultural change on organisational level
2.4.1 Equal workspace/facilities allocation
5.4.2 Research quality: integration of a gender dimension/ perspective in research and content in research projects, patents, and agreements
Policy Context
The European Commission plays a key role in the promotion of GEPs throughout Member States and
Associated countries. Gender equality is a key priority set throughout the European Research Area and
research funding and performing organisations and universities are invited to implement institutional
change through Gender Equality Plans (GEPs). The Council conclusions of 1/12/2015 recognised the contribution of gender equality to the quality of research and innovation. It reaffirmed the need for sustainable cultural and institutional change along the three following objectives:
1. Removing barriers to the recruitment, retention and career progression of female researchers;
2. Addressing gender imbalances in decision making processes;
3. Integrating the gender dimension in research and innovation content.
The GEAR tool developed by the European Commission and EIGE presents the state of the art knowledge
and practices on institutional change and provides a systematic guide on how to set up and implement
GEPs.
Organisational Context
EIGE (2016, 8) highlights that the scope of a GEP depends on the type of research performing organisation, the institutional context in which it is implemented, the disciplines addressed, and the type of gender biases identified in the audit process.
Whilst GEPs are recognised as an essential tool for structural change, an EC-commissioned report
acknowledges that a plan itself is not sufficient – it identifies three essential conditions that need to be
met to achieve institutional change (European Commission 2012).
 Knowing the institution – collecting baseline data at the institutional level;
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 Securing top-level support as a crucial component of effective implementation of institutional change;
and
 Generating effective management practices – raising awareness and building gender competence of
key decision-makers and human resource managers to understand how apparently gender-neutral
processes like recruitment and advancement may disadvantage women and how subtle gender bias
may be effectively counteracted.
Kalpazidou Schmidt and Cacace (2018) highlight "the need for strategies integrated at multiple levels to
achieve organisational transformation, as well as the need to focus on the dynamics of the involvement
of different stakeholders, in the framework of an approach taking complexity as its frame of reference."
Despite the need to demonstrate the impact of GEPs, institutional change is a slow process and until now
has been difficult to document. For example, Sansonetti et al. (2017, 10) note that the lack of a detailed
monitoring and evaluation process often makes assessing the effective impact of GEPs a difficult process.
Sources
Bozzon, Rosella., Murgia, Annalisa. and Poggio, Barbara. (eds.) (2016). Supporting Early Career Researchers through Gender Action Plans. A Design and Methodological Toolkit, GARCIA working paper n. 9, University of Trento (ISBN 978-88-8443-682-5);
Cacace, Marina., Balahur, Doina., Bleijenbergh, Inge., Falcinelli, Daniela., Friedrich, Micheala., Kalpazidou
Schmidt, Evanthia. (2015). Structural Transformation to Achieve Gender Equality in Science. Guidelines,
STAGES project,
Caprile, M.; Adddis, E., Castaño, C., Klinge, I., Lariois, M., Meulders, D., Muller, J., O’Dorchai, S., Palasik,
M., Plasman, R., Roivas, S., Sagebiel, F., Schiebinger, L., Vallès, N., Vázquez-Cuperio, S. 2012, Meta-analysis of gender and science research, European Union, Luxembourg: Publications Office of the European
Union.
EIGE (2016c). Integrating gender equality into academia and research organisations: Analytical paper,
Vilnius, EIGE.
EFFORTI Case Study ES_2 2nd Plan for equality between women and men in the National Research Agency
European Commission (2012). Structural change in research institutions: Enhancing excellence, gender
equality and efficiency in research and innovation, European Commission, Brussels.
European Commission (2015). She Figures, 2015, European Commission, Brussels.
GEAR Tool supports the research community with a practical steps-by-steps guide, an action toolbox as
well as with many arguments, background information and good practices to develop tailor made Gender
Equality Plans for universities and research organisations. http://eige.europa.eu/gender-mainstreaming/tools-methods/GEAR
GENERA Roadmap for Gender equality Plans (2017). https://indico.nikhef.nl/event/809/session/4/contribution/17/material/5/0.pdf
Kalpazidou Schmidt, E. and Cacace, M. (2018) Setting-up a Dynamic Framework to Activate Gender Equality Structural Transformation in Research Organisation, Science and Public Policy.
Oetke, Nicole, Holzinger, Florian. & Baraban, Irene. (2016). GENERA Fields of Action.
Nielsen, M. W. M.W. Kalpazidou Schmidt, E. and Krogh Gravesen, E. (2015b) Horizontal Gender Stratification – Aarhus University, STAGES Report, Auhus: Auhus University.
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PLOTINA (2017) D2.1 Collection and analysis of Actions already undertaken by RPOs partners and GEPs
available of public domain in Europe and list of key individuals identified by each Partner and members
of
the
Gender
Audit
Team
http://www.plotina.eu/wp-content/uploads/2016/04/PLOTINA_D2.1_final_formatted.pdf

4.2

Non-discrimination

Four different intervention formats can be subsumed among the intervention type non-discrimination: gender-sensitive practices for the attribution of tasks; Gender-sensitive study and working conditions (e.g. alternative study plans for pregnancy during laboratory work period); guidelines regarding gender specifics; gender-sensitive human resources (HR) management- The latter is covered by an impact story.
4.2.1

Impact Story Gender-sensitive Human Resources Management

Impact Story
Gender-sensitive Human Resources Management
Intervention Definition
Existing gendered disadvantages in the labour market are often being individualised, i.e. treated as the
individual’s deficit, while actually they should be recognised as a systematic issue and (hence be) addressed as such (Müller et al. 2015, 24-25). The gender equality intervention "Gender-sensitive Human
Resources Management" represents an approach that takes into account the individual situations of all
employees in order to enable all genders to achieve their objectives in terms of career and family. This
means the systematic consideration of gender issues in all areas of Human Resources (HR) (Bessin and
Malsburg 2014, 148-149; Krell et al. 2011, 97-98). Due to the structural, multidimensional nature of the
approach, it addresses gendered issues in the institutional, but also the epistemic, the interactional and
the internalised dimensions of the organisation concerned (Müller et al. 2015, 25). With respect to the
institutional dimension, concrete measures can be implemented amongst others in the areas of hiring,
pay, gender statistics or training; for example by using gender-neutral language in job descriptions or
revealing disadvantages by analysing sex-disaggregated data (e.g. regarding salary or promotion) (Bessin
and Malsburg 2014, 150; Drube et al. 2015, 8; Fischer et al. 2008, 10, Rustad and Ryste 2010, 21). The
interactional dimension concerns e.g. structured and gender-sensitive one-to-one meetings between
employees and supervisors or mentoring programmes. The epistemic and internalised dimensions can
be targeted by initiating a process of reflection regarding gender stereotypes in organisational communications and division of labour, as well as with respect to unpaid tasks such as social committees and
similar, in the organisational culture concerned by offering unconscious bias courses or inspecting the
external and internal image of the organisation (e.g. advertising) for a potential gender bias (Bessin and
Malsburg 2014, 155; Müller et al. 2015, 24-25; Bräutigam et al. 2015, 11; Schäfer 2013).
Intervention Definition Short
"Gender-sensitive Human Resources Management" means the systematic consideration of gender issues
in all areas of HR (Bessin and Malsburg 2014, 148-149; Krell et al. 2011, 97-98). It addresses gendered
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issues in the institutional, but also the epistemic, the interactional and the internalised dimensions of the
organisation concerned (Müller et al. 2015, 25).
Objectives
(1) Increase the number of women in R&I positions
(2) Improve working conditions / work-life balance
(3) Boost professional capabilities of women to pursue promotion
(4) Implement gender-fair organizational structures
Output
The intervention’s short-term output is firstly the number of activities that are put in place to implement
gender-sensitive HR management at institutional and individual levels in order to ensure that activities
are formalised and strongly anchored within processes and culture. In addition to the number of activities, the number of people or participants reached by the activities, number of workshops, trainings,
meetings, etc. can also be measured. If the development and implementation of guidelines (e.g. for gender-sensitive recruiting) is part of the gender sensitive HR management programme, it is part of the
short-term output as well.
The EFFORTI case study COMET also shows that gender-sensitive HR Management in these publicly
funded research centres can be measured by its degree of institutionalisation. It is relevant whether
these tasks are assigned to specific officers who have resources (time and money) available or whether
it is more a kind of voluntary work, which is not endowed with many resources.
Output Short
The intervention’s short-term output is firstly the number of activities that are put in place to implement
gender-sensitive HR management at institutional and individual levels in order to ensure that activities
are formalised and strongly anchored within processes and culture. In addition to the number of activities, the number of people or participants reached by the activities, number of workshops, trainings,
meetings, etc. can also be measured. If the development and implementation of guidelines (e.g. for gender-sensitive recruiting) is part of the gender-sensitive HR management programme, it is part of the
short-term output as well
The EFFORTI case study COMET also shows that gender-sensitive HR Management can be measured by
its degree of institutionalisation. It is relevant whether these tasks are assigned to specific officers who
have resources (time and money) available or whether it is more a kind of voluntary work, which is not
endowed with many resources.
Output indicators
1.2.1 Composition of search committees and applicant pool
3.3.1 Budget allocated to GE monitoring should be expanded into Budget allocated to gender equality
measures: differentiated by types of measures or fields of intervention
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3.3.1 Institution’s commitment to promote equality and diversity
3.3.1 Concernment in terms of gender awareness/knowledge
3.3.1 implementation of leadership development programme
4.1.1 Integration of GE in KPIs
4.1.1 GE dedicated administrative staff
4.2.1 adaptations in guidelines, employee rights, spousal appointments
Outcome:
Organisations that implement gender-sensitive HR management expect a higher level of job satisfaction
and an increase in employee motivation (Hanappi-Egger and Köllen 2005, 60) because transparency is
increased and discrimination counteracted and thereby also career prospects of women improved. If
recruitment strategies are more gender-sensitive, this can also lead to an increased pool of female applicants for internships and/or vacant jobs. Gender-sensitive personnel development can make female employees more visible as they are presented as role models at job fairs or other events or occasions, which
motivates other women to apply for jobs.
Another important outcome is the assurance of organisational legitimacy and image building. Gender
equality policies are publicly reported to underline the organisation's pioneering role (Trenkmann 2017,
156). Moreover, a goal of the gender-sensitive HR management is the improvement of gender sensitivity
and gender competence in the organisation (BuKoF 2007, 39). Gender-sensitive HR management is expected to lead to improved gender sensitivity in the organisation, such as recognising sexism and unconscious biases, and gender competence, such as adequately addressing sexism and counteracting bias.
Outcome Short
Organisations that implement gender-sensitive HR management expect a higher level of job satisfaction
and an increase in employee motivation (Hanappi-Egger and Köllen 2005, 60) because transparency is
increased and discrimination counteracted and thereby also career prospects of women improved. If
recruitment strategies are more gender-sensitive, this can also lead to an increased pool of female applicants for internships and/or vacant jobs. Gender-sensitive personnel development can make female employees more visible as they are presented as role models at job fairs or other events or occasions who
motivate other women to apply for jobs.
Another important outcome is the assurance of organisational legitimacy and image building. Gender
equality policies are publicly reported to underline the organisation's pioneering role (Trenkmann 2017,
156). Moreover, a goal of the gender-sensitive HR management is the improvement of gender sensitivity
and gender competence in the organisation (BuKoF 2007, 39). Gender-sensitive HR management is expected to lead to improved gender sensitivity in the organisation, such as recognising sexism and unconscious biases, and gender competence, such as adequately addressing sexism and counteracting bias.
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Outcome indicators
1.1.1 Relative probability between the ability of men and women reaching a top position
1.2.1 Composition of search committees and applicant pool
2.2.1 Transparent promotion system
2.2.1 Salary compared to colleagues
2.2.1 Experienced sex discrimination/sexist remarks
2.2.2 Satisfaction with career
2.2.2 Perception of people working in the area of R&I in regard to gender equality, e.g. percentage of
women in R&I, who believe they have equal opportunities to pursue their careers in comparison to men
3.1.1 Organisational views of the advancement of women by structural features
4.1.1 acknowledgement of gender issues
Impact:
In the long run, gender-sensitive HR management aims at increasing the share of women in the organisation and in leadership positions through gender-sensitive recruiting, retention and promotion strategies (Schäfer 2013). Gender-sensitive HR management will make the company an attractive employer,
thereby expanding their talent pool and reducing recruitment costs by retaining and developing employees (Hanappi-Egger and Köllen 2005, 60–61). Managers interviewed in the course of the case study
COMET report that more women apply for jobs and internships. Therefore, employer branding in respect
to promoting gender equality, flexible working conditions and facilitating work life balance seems to increase the recruitment capacities of COMET centres.
Moreover, gender-sensitive HR management leads to an institutionalisation process that is completed
when gender equality policies and values are structurally and culturally anchored and self-evident in the
organisation (Trenkmann 2017, 155). At this stage, the organisation also has optimal conditions for dealing with other dimensions of diversity. Teams can then better deal with the integration of different cultures, nationalities, religions, etc., and potential can be used more effectively (Herpers, 277–78).
In the long term, gender-sensitive HR management also has an economic effect: Companies with a high
degree of diversity are more likely to be above average profitable. This correlation is particularly high for
the proportion of women in top management (board plus two to three levels below). Companies with a
higher share of women in top positions are 21% more likely to be above average (Mc Kinsey 2018).
Impact short
In the long run, gender-sensitive HR management aims at increasing the share of women in the organisation and in leadership positions through gender-sensitive recruiting, retention and promotion strategies (Schäfer 2013). Gender-sensitive HR management will make the company an attractive employer,
thereby expanding their talent pool and reducing recruitment costs by retaining and developing employees (Hanappi-Egger and Köllen 2005, 60–61).
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Moreover, gender-sensitive HR management leads to an institutionalisation process that is completed
when gender equality policies and values are structurally and culturally anchored and self-evident in the
organisation (Trenkmann 2017, 155). At this stage, the organisation also has optimal conditions for dealing with other dimensions of diversity (Herpers, 277–78).
In the long term, gender-sensitive HR management also has an economic effect: Companies with a high
degree of diversity are more likely to be above average profitable. This correlation is particularly high for
the proportion of women in top management (board plus two to three levels below). Companies with a
higher share of women in top positions are 21% more likely to be above average (Mc Kinsey 2018).
Impact indicators short
1.1.1 Horizontal/vertical segregation in positions
1.1.2 Proportion of women in leadership positions
1.2.1 Number of new hired faculty differentiated by sex and employment level
2.1.1 Fluctuation at the department/sex
2.2.3 Perceptions of work climate
3.3.1 Scale of organisational commitment to gender diversity (measurement through regulations, contract’s re-formulation, founding of new initiatives)
4.1.1 Acceptance of cultural change
4.2.1 Perceived extent and pace of cultural change on organisational level
5.3.1 Turnover of company, number of employees
Policy Context
One main contextual factor is if the innovation system is dominated by private Research and Development (R&D), where the share of women is mostly low, or by the higher education sector, where the share
of female researchers is usually higher.
A further context factor is the extent of horizontal segregation of the choice of studies. This in turn influences the supply of female workers in the fields of science, technology, engineering and mathematics
(STEM) and thus also the probability of being able to employ women in the technical field and thus bring
diversity into the company.
Furthermore, international (e.g. ERA Roadmap) and national Gender Equality Policy regarding funding of
institutional change towards gender equality of gender criteria in funding for Research, Technological
Development and Innovation (RTDI) can foster gender-sensitive HR Management.
Organisational Context
The vertically segregated labour market and male dominated organisational cultures do not encourage
women to enter male dominated employment fields. Despite this, companies were more interested in
gender equality before the economic crisis than they are today. However, labour shortages are a motivating factor for companies to deal with gender equality to become an attractive employer. Furthermore,
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legal regulations concerning women quotas in supervisory boards of companies are a promoting context
factor.
Sources
Bessin, Claudia, and Andrea von der Malsburg. 2014. Gender sensible Personalentwicklung mit Hilfe
strukturierter Mitarbeitergespräche. In Aus der Praxis für die Praxis: Arbeit, Familie und Karriere in innovativen Unternehmen, edited by Ulrike Calì, Paul Fuchs-Frohnhofen, Helga Gessenich, Michael Isfort, and
Christof Stock, 148–56: Tectum Verlag Marburg.
Bräutigam, Christoph, Karin Scharfenorth, and Laura Schröer. 2015. Gendersensible Personalarbeit im
Krankenhaus - Fachkräfte gewinnen und sichern. Transfaer, no. 2, 10–11.
Bundeskanzleramt. 2011. Der Weg zum Innovation Leader. Strategie der Bundesregierung für Forschung,
Technologie und Innovation. Wien.
BuKoF. 2007. Geschlechtergerechte Personalentwicklung in der Wissenschaft: Handreichung.
Drube, Patricia, Yvonne Steerberg, Bo Bäckström, Andreas Franke, and Andreas Schulte Hemming. 2015.
Gender in der Personalorganisation greifbarer und planbarer machen – das Projekt AMPAQ. Transfaer,
no. 2, 8–9.
Fischer, Sigrid, Scambor, Christian, and Elli Scambor. 2008. Den Gender Gaps auf der Spur: eine Methode
zum Erwerb der Gender Analyse-Kompetenz. Magazin Erwachsenenbildung 13 (3).
Hanappi-Egger, Edeltraud, and Thomas Köllen. 2005. Kosten-Nutzen-Indikatoren von gendersensiblen
Maßnahmen auf betrieblicher Ebene - eine empirische Erhebung in technologie- und forschungsintensiven Unternehmen.
Herpers, Martine. Erfolgsfaktor Gender Diversity: Ein Praxisleitfaden für Unternehmen. 1.th ed.
Kobel, Bianca. 2016. Gendersensible Personalentwicklung - Frauen für die Führung gewinnen: Eine systemische Handreichung. Heidelberg: Carl-Auer-Verlag.
Krell, Gertraude, Ulrich Mückenberger, and Karin Tondorf. 2011. Gender Mainstreaming: Chancengleichheit (nicht nur) für Politik und Verwaltung*. In Chancengleichheit durch Personalpolitik: Gleichstellung
von Frauen und Männern in Unternehmen und Verwaltungen, edited by Gertraude Krell, Renate Ortlieb,
and Barbara Sieben. 6.th ed., 85-104. Wiesbaden: Gabler.
Krell, Gertraude, Renate Ortlieb, and Barbara Sieben, eds. 2011. Chancengleichheit durch Personalpolitik:
Gleichstellung von Frauen und Männern in Unternehmen und Verwaltungen. 6.th ed. Wiesbaden: Gabler.
Mc Kinsey 2018. Delivering through Diversity. Accessed November 21, 2018. https://www.mckinsey.com/~/media/mckinsey/business%20functions/organization/our%20insights/delivering%20through%20diversity/delivering-through-diversity_full-report.ashx
Müller, Annette, Nicole Schreiber, and Edeltraud Vomberg. 2015. Mit langem Atem der Genderfalle entkommen: Zur Komplexität einer gendersensiblen Personalentwicklung. transfaer (2): 24–25.
Rustad, Linda M., and Marte Ericsson Ryste. 2010. Talent at stake: Changing the Culture of Research Gender Sensitive Leadership.
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Schäfer, Susanne. 2013. Brücken statt Barrieren. Personalwirtschaft, no. 11.
SHE Figures. 2015. Statistics and Indicators on Gender Equality in Science. Accessed November 21, 2018.
https://ec.europa.eu/research/swafs/pdf/pub_gender_equality/she_figures_2015-final.pdf
Trenkmann, Jeannette. 2017. Frauen in Führungspositionen der deutschen Privatwirtschaft. Wiesbaden:
Springer Fachmedien Wiesbaden.

4.3

Composition and Integration

The intervention type "composition and integration" consists of three intervention formats from which one
is covered by an impact story, namely "Definition of targets regarding gender balance in decision-making
positions". The two other formats are "Definition of targets regarding gender balance in research groups"
and "Institution of quotas".
4.3.1

Impact Story Obtaining gender balance in decision-making positions

Impact Story
Obtaining gender balance in decision-making positions through increased academic and leadership qualifications from international research mobility and leadership training
Intervention Definition
Increased academic and leadership qualifications can be obtained in several ways, e.g. through learningby-doing, by mentoring sessions, through longer stays in other research organisations or by leadership
training activities. The present intervention demonstrates two ways to increase female qualifications and
obtain balance in decision-making positions in academia.
One instrument is international mobility that allows young researchers to develop professionally, by experiencing and learning from new and different academic environments, their cultures and work methods (e.g. VINNMER 2007a, 2007b). A long stay or several shorter stays abroad, and the international
network they support, are often seen as prerequisite for a career as researcher and ultimately as a leader
within academia or in research organisations. Another instrument is an intervention directly targeting
gender balance in decision-making positions through increased attention and acquiring knowledge on
organisational and hidden structural gender barriers. The intervention can be in form of official leadership training courses and meetings for up-coming researchers in the organisations, like the programme
"The Accountability of Academic Colleagues" (AKKA), a leadership-training programme implemented at
Lund University as described by Lövkrona and Widén (2012). Such an intervention is an example of an
intervention aimed at (among other things) improving the awareness and insights into organisational and
hidden structural barriers for gender equality.
Both instruments have the purpose of increasing female researchers’ qualifications and correspondingly
obtain gender balance in decision-making. However, they both have implicit barriers. The requirements
of international mobility for career promoting purposes often coincide with the period of people’s lives
during which they start families. Especially in families with smaller children, stability and job security are
highly valued by the researchers in general and perhaps such considerations weigh more heavily in the
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minds of women researchers than men researchers. Setting the scene for a better and more understanding mind-set in research organisations regarding such obstacles in academic career progress are important to articulate and target by management and Human Resources departments in the academic
research environment (Widén and Lövkrona 2012, 2015). Other obstacles among the family constraints
to especially female researchers’ international mobility include the strain of absence on the spouse or
partner’s career and financial worries, for instance, if the spouse is the main ‘breadwinner’ (Danish Ministry of Higher Education and Science 2015). Although male researchers at universities in many research
leading countries worldwide are also increasingly limited with respect to international mobility due to
dual-career issues, traditional gender roles and gendered patterns of distribution of home and family
responsibilities still constitute greater constraints upon women’s mobility than they seem to do upon
that of men (Jöns 2011).
Therefore, a mobility programme targeting female researchers operates by financially bolstering opportunities for women’s leadership qualification through increased national (e.g. university-private sector
research collaboration) and especially international mobility. A well working mobility-enhancing programme can be structured around administrative family-related support functions and financial incentives to research institutions as well in order to improve the organisational engagement and commitment. To combat family related logistical problems, especially hindering younger researchers with dependent family members, e.g. smaller children or career focusing spouse, the programme can defray the
expenses associated with any accompanying family as well (VINNMER 2007c).
One example of such a mobility inducing intervention is the Swedish mobility programme VINNMER
(VINNMER 2007c). VINNMER can be characterised as a comprehensive intervention with a large budget,
promoting opportunities for women’s leadership qualification through national and international mobility. Sweden’s Innovation Agency (VINNOVA) covered half the salary of the researcher, while the Swedish
research institution, where the researcher was employed, was expected to cover the remaining half (Kalpazidou Schmidt et al 2017).
The second example of an intervention that increased attention and knowledge of organisational and
hidden structural gender barriers was AKKA (Widén and Lövkrona 2012, 2015). AKKA boosted the outcome and impact of the programme aiming at targeting gender balance in decision-making positions.
The university-internal leadership training programme consisted of meetings, courses and reflections
upon topics such as organisational structures and processes of universities, academic, strategic and personal leadership, and of course gender and academia. As such, AKKA raised awareness and provided
knowledge to organisational actors about organisational barriers to achieve gender equality in decisionmaking.
Intervention Definition Short
Geographical and inter institutional mobility supporting interventions involves giving female researchers
better opportunities to stay at other private or public sector research environments, e.g. move abroad
for a period or invite female researchers from foreign universities or research organisations. Leadership
training interventions on organisational and hidden structural gender barriers involves training to increase awareness and knowledge about organisational barriers to achieve gender equality in Research,
Technological Development and Innovation (RTDI). Both instruments have the aim to obtain gender balance in decision-making positions through improved academic and leadership qualifications.
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Objectives
(1) Increase the number of women in R&I positions
(2) Improve work conditions/work-life balance
(3) Boost professional capabilities of women to pursue promotion
(4) Implement gender-fair organisational structures
Output
Immediate output of the Intervention is an increase in the availability of funding for research mobility
and leadership training activities that explicitly targets women and consequently an increase in the number of female researchers participating in the mobility or training programme.
Output Short
Direct outputs of an intervention targeting gender balance in decision-making positions include an increased number of female researchers achieving qualifications and leadership knowledge through participation in the intervention.
Output indicators
2.1.1 Opportunity to bring family along during stay abroad
2.2.1 Award or honour by institution
2.2.1 Events to create visibility and credibility and specific types of recognition for women
2.3.1 Contracts take major life events into account (e.g. child birth)
2.3.2 Received personal and professional support from institution
2.4.1 Access to necessary facilities and work space
3.1.1 Implementation of leadership development programme
3.2.2 Support to create/sustain networks
3.2.2 Existence of women-only groups/ networks
3.3.1 Institution’s commitment to promote equality and diversity
Outcome
Long international research stays abroad are expected to benefit both home and host research institution
by ensuring collaboration, knowledge transfer and knowledge sharing (Jöns 2011). Hence, the main outcome of research stays ideally include concrete outcomes, such as publications, networking, participation
in conferences, as well as strengthened leadership capabilities, which are assumed to promote women’s
qualification routes whereby research career progression is fostered (VINNMER 2007c).
The main outcome of university-internal leadership training programme is development of leadership
skills and competences among participants as well as motivation to run for leadership positions at the
university and increased confidence about own ability to take up a leadership position (Kalpazidou
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Schmidt et al. 2017a). Such diversity-related leadership trainings for all members of an organisation, especially leaders, raise gender awareness and consciousness of bias.
Outcome Short
Increased research experience, improved networks and collaboration possibilities, more co-authorships
and publications in general and correspondingly improved leadership and management experience for
participating female researchers. Similarly, improved experiences and development of leadership skills
and competences are the outcome from the targeted leadership-training programme. Further direct outcomes are the increased perception of women researchers' own opportunities for progress in their research careers, including the attainment of leadership positions, through better qualification opportunities.
Outcome indicators
1.1.2 Increase in leadership positions by women who participated in the programme
1.1.2 Taken up leadership positions such as rector, associate professor, dean/associate dean, centre
director, head of department, leader of research
2.2.3 Sense of belonging to group
3.1.1 Ability to apply and exercise learned leadership skills
3.1.1 Contribution to the participant’s self-perception as a primary investigator/project leader
3.1.1 Visibility of women at the university/organisation
3.1.1 Strength of identification as a female leader
3.2.1 Knowledge about leadership and university governance
3.2.1 Improved understanding of different departments’/sections’ culture and procedures
3.2.2 Ability to create/enhance/sustain new networks/contacts/ collaborations
Impact
The long-term impact resides in the presence of significantly more qualified individuals, i.e. female researchers, who can become future leaders of research producing organisations (VINNMER 2007c, Widén
and Lövkrona 2015). Subsequently, increasing the representation of women in leadership is likely to improve research performance through, among other things, gender-sensitive and gender-responsive organisations (Widén and Lövkrona 2015), enhanced problem-solving (Woolley et al 2010), employee satisfaction (Enchautegui-de-Jesús et al 2006, Munoz 2005 cited by Hunt et al. 2015) and innovation (Börjeson and Nielsen 2016), provided that women achieve a critical mass within the leadership teams (Cain
and Leahey 2014). Another impact is young female researchers’ strengthened perception of their own
chances of progressing in their research careers, i.e. role models, and achieve decision-making positions.
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Impact short
More confident, visible and productive female researchers in academic leadership positions. Hereby, the
intervention increases women’s visibility as role models, increases organisational gender awareness, influences positively the productivity of female researchers and rebalances power in research organisations.
Impact indicators
1.1.2 Proportion of women in leadership positions
2.3.1 Flexibility in promotion policy
3.2.1 Opportunities for publishing
3.3.1 Scale of organisational commitment to gender diversity (measurement through regulations, contracts’ re-formulation, founding of new initiatives)
3.4.1 Proportion of women receiving a grant
4.1.1 Acknowledgement of gender issues
4.4.1 Share of men and women among successful applicants
5.1.5 Beliefs and unconscious assumptions
5.4.2 Percentage of research projects including gender analysis/gender dimensions in the content of research
5.4.3 Perception of rebalancing power, especially in relation to women at organisational level
Policy Context
Kalpazidou Schmidt and Cacace (2017, 2018) showed the importance of policy (as well as organisational)
context for the impact of interventions while the VINNMER and AKKA interventions provide illustrative
examples of how to obtain gender balance in decision-making positions with targeted policies. In general,
it is decisive to consider how and to what extent gender inequality issues are acknowledged in specific
socio-cultural and political environments, as the Swedish interventions show. In Sweden, gender inequality is perceived as a persistent problem, and the Swedish government has for a long time promoted gender equality policies through gender mainstreaming and specific strategies and programmes. In Swedish
research environments, gender equality interventions are more accepted and are often financed through
government programmes without being criticised for discriminating men, as might be the case in other
countries, e.g. Denmark (Kalpazidou Schmidt et al 2018). Hence, targeted interventions aiming for gender
balance is generally accepted.
It is also important to consider the governmental institutions’ willingness to contribute to gender equality
programmes, since it signals a top-down political support as well as a funding opportunity. In the case of
Sweden, governmental institutions (such as VINNOVA) have been active in promoting and financing programmes targeting gender equality to address structural barriers, providing female researchers’ equal
career opportunities. In that regard, political will and consensus among policy makers encourage the
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establishment of mobility and training interventions, and in most cases, they are also a necessary precondition for such programmes to succeed (VINNMER 2007d).
Organisational Context
As is the case with most gender equality programmes, they need support from the management at organisational level in order to be implemented. The organisational top-down support is crucial, not only
for establishing the mechanisms needed for the interventions; it is also of vital importance concerning
their success and sustainability, i.e. a successful outcome for the individual researchers and the research
environment they are part of (Kalpazidou Schmidt and Cacace 2018).
In the case of the mobility programme VINNMER, institutional initiation and implementation by a strong
national innovation body as VINNOVA and support through co-funding from the home research institution of the female researchers guaranteed success of the programme. Mobility of female researchers is
not only the concern of the individual researcher, but also the funding institution along with the home
and the host institution. Thus, the latter play a crucial role in encouraging and supporting female researchers to move abroad or to other domestic universities or to private sector firms.
In the case of the AKKA programme, a leadership-training programme implemented at Lund University,
institutional involvement and support was guaranteed through a remarkable outspoken top-down support to the intervention. AKKA was concluded in 2014 due to lost top-down support from the university
management and the Human Resources department, which sought after new forms of leadership training programmes.
Sources
Börjeson, Love and Nielsen, Mathias Wullum 2016. Is there a gender diversity dividend in management
studies? National Science Foundation-funded workshop "Is there a gender-diversity dividend in science?"
February 26, Stanford, CA.
Cain, Cindy L. and Leahey, Erin 2014. Cultural correlates of gender integration in science. Gender Work
Organ. 21(6), 516–530.
Danish Ministry of Higher Education and Science 2015. Anbefalinger fra Taskforcen for Flere Kvinder i
Forskning (transl.: Recommendations from the Task Force for More Women in Research), Accessed November 21, 2018. https://ufm.dk/publikationer/2015/filer/anbefalinger-fra-taskforcen-for-flerekvinder-i-forskning.pdf
Enchautegui-de-Jesús, Noemí; Diane Hughes, Kristen E. Johnson, and Hyun Joo Oh 2006. Well-being in
the context of workplace diversity. Journal of Community Psychology. Vol 34, no 2, 211–23.
Hunt, Vivian; Layton, Dennis; Prince, Sara 2015. Diversity matters. McKinsey & Company.
Jöns, Heike 2011. "Transnational academic mobility and gender." Globalisation, Societies and Education
9 (2): 183-209.
Kalpazidou Schmidt, Evanthia and Cacace, Marina 2017. Addressing gender inequality in science: the
multifaceted challenge of assessing impact. Research Evaluation, vol. 26, no 2.
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Kalpazidou Schmidt, Evanthia; Bührer, Susanne; Schraudner, Martina; Reidl, Sybille; Müller, Jörg; Palmen,
Rachel; Haase, Sanne; Graversen, Ebbe Krogh; Holzinger, Florian; Striebing, Clemens; Groó, Dora; Klein,
Saskia; Rigler, Dorottya; Høg Utoft, Ea 2018. A Conceptual Evaluation Framework for Promoting Gender
Equality in Research and Innovation, Toolbox I - A synthesis report, EFFORTI.
Kalpazidou Schmidt, Evanthia and Cacace, Marina (forthcoming in Science and Public Policy 2018). Setting up a Dynamic Framework to Activate Gender Equality Structural Transformation in Research Organizations.
Lövkrona, Inger and Widén, Kajsa 2012. AKKA Vitbok - Ledarskapsprogrammet AKKA vid Lunds universitet
år 2004-2011 : erfarenheter från ett genusintegrerat ledarskapsprogram, AKKA styrgrupp, Lunds universitet.
Accessed
November
21,
2018.
https://www.yumpu.com/sv/document/view/
31948666/akka-vitbok-lundsuniversitet
Munoz, Corey S. 2005. A multi-level examination of career barriers for sexual minority employees. Unpublished doctoral dissertation.
Wooley, Anita W.; Chabris, Christopher F.; Pentland, Alex; Hashmi, Nada; Malone, Thomas W. 2010. Evidence of a collective intelligence factor in the performance of human groups. Science 330 (6004): 686688.
VINNMER 2007a. Marie Curie international qualification.
VINNMER 2007b. Marie Curie Chair.
VINNMER 2007c. National Qualification.
VINNMER 2007d. Programme.
Widén, Kajsa and Lövkrona, Inger 2015. Ledarutvecklingsprogram för kvinnor vid Lunds Universitet 20132014: Erfarenheter av ett genusintegrerat ledarskapsprogram, Lund University. Accessed November 21,
2018l. http://eige.europa.eu/sites/default/files/akka_v_rapport_final_0.pdf

4.4

Advancement

The intervention type "Advancement" includes the second highest number of intervention formats, namely
five: Mentoring programmes, gender-sensitive practices for assessment, introduction of chairs and positions
reserved to women, support to career development (counselling) and finally empowerment schemes. Three
intervention formats are covered by an impact story (mentoring, dedicated chairs, career development).
4.4.1

Impact Story Mentoring programme for early career researchers

Impact Story
Mentoring programme for early career researchers
Intervention Definition
The share of women within fields of research, technological development and innovation (RTDI) such as
natural and technical sciences as well as in research in general decreases with every career step (the so-
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called ‘leaky pipeline’). Women are not only underrepresented among researchers, but also in leadership
positions within academia (Göransson 2011, European Commission 2016). Mentoring schemes for less
experienced (female) researchers are expected to contribute to enhancing the (female) talent pool for
career progression by strengthening mentees’ professional and/or leadership skills and improving their
career prospects through better-informed planning, better and more efficient networking, and insights
into organisational norms, processes, and policies in research environments where male cultures often
dominate. As part of a professional mentoring relationship, schemes may also choose to focus on personal development and emotional support (Hansman 1998). Mentoring schemes may in general take
many different forms and have different objectives. However, most constellations consist of a mentoring
relationship, which involves an experienced mentor who coaches, guides, advises, and otherwise supports a less experienced mentee (Chandler 1996). Furthermore, some scholars stress that mentoring relationships are reciprocal and benefit not only the mentee but the mentor and the research environment
as a whole as well (Kalpazidou Schmidt and Faber 2016).
In practice, mentoring usually entails a recruitment process of mentors and mentees, followed by matching of well-suited mentor-mentee pairs. Depending on the degree of formalisation, a mentoring scheme
may be commenced by a launch meeting or workshop, or mentor-mentee pairs may start the mentoring
meetings directly from the outset. Formal requirements may also determine how often mentor-mentee
pairs should meet and what topics they should discuss, whereas in informal mentoring relationships,
meetings and content may be agreed upon an ad hoc basis. As the mentor-mentee pair gets to know
each other, the level of mutual trust and self-disclosure increases which, ideally, adds to psychosocial
support and benefits both parties (Hansman 1998).
A mentoring programme implemented at Aarhus University (AU) is an example of an existing voluntary
mentoring scheme for less experienced researchers in academia. It is a programme targeted for early
career scholars (post docs and assistant professors). In this particular mentoring programme, mentees
are initially matched with mentors, which are associate or full professors from Aarhus University by the
Human Resources department of the university. There are no formal requirements to topics of discussion
and the mentors and mentees meet several times during a year typically one to two hours each time.
During these meetings the mentors and mentees typically discuss career opportunities, publication strategies, prioritising of tasks (research, teaching, general workload and work-life balance), as well as project
applications for funding and how to learn to navigate in the research environment in general (Damgaard
Nielsen et al. 2013).
Intervention Definition Short
As women are underrepresented in research and leadership positions within academia, the purpose of
mentoring programmes are to contribute to improving the female talent pool for career progression by
strengthening women mentees’ professional and/or leadership skills and career prospects through planning, prioritising, networking and insights into organisational norms, processes and policies.
Mentoring schemes may take different forms and have different objectives. However, most definitions
agree that a mentoring relationship typically involves an experienced (older) mentor who guides, advises,
and supports a less experienced mentee (Chandler 1996).
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Objectives
(1) Increase the number of women in R&I positions
(2) Improve work conditions/work-life balance
(3) Boost professional capabilities of women to pursue promotion
(7) Increase R&I outputs and impacts
Output
The intervention’s short-term output is the fostering of improved confidence, well-being and job satisfaction of individual mentees. Mentees further stress improved knowledge and understanding of advancement prerequisites and career strategies as a valuable output. Mentoring may also concern clarifying leadership career ambitions and acquiring specific competencies. Additional outputs include the formulation of mentoring scheme policies and guidelines for the mentoring relationship in the organisation,
ensuring adequate mentoring infrastructure such as introduction of meetings, workshops, etc., as well
as recruitment and matching of mentors and mentees. Lastly, increased intrinsic motivation and satisfaction of mentors to ‘do something good’ for a less experienced researcher may be considered as a
positive side effect of mentoring (Kalpazidou Schmidt and Faber 2016). In the case of AU mentoring,
analysis indicates that the mentees do obtain improved clarification and understanding about career
paths and strategies to navigate more efficiently in the research environment.
Output Short
The intervention’s output is improved mentee confidence and satisfaction in research environments and
increased ability to understand and navigate efficiently in these research systems.
Output indicators
1.1.1 Encouragement to engage in decision-making
2.1.1 Perceived challenges in balancing private life and work
2.2.1 Transparent promotion system
2.2.4 Guidelines on how to argue a release from one kind of activity (for example teaching) to focus on
research
2.3.2 Knowledge of criteria for promotion
2.3.2 Awareness of research opportunities
3.2.1 Ability to identify and access mentors
3.2.2 Implementation of mentoring/ coaching programmes/sessions
3.2.2 Use of mentoring (promoting of career, obtaining of resources, useful advices, etc.)
3.2.2 Share of women local researchers who are considered as mentors
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Outcome
The intervention’s initial outcomes include retention in academia of competent (early career female)
researchers, as mentors advise mentees about career ‘paths, shortcuts and minefields’ within research
environments. Outcomes may also reside in the mentees’ improved efficiency when mentors give advice
on time management and prioritising work assignments but also in support of developing leadership
skills. Mentees may improve their intangible skills, when they feel more confident and goal focused due
to mentors help in clarifying competencies and strengths and identify learning potential in their fields.
Finally, mentees may benefit from the mentoring relationship by gaining access to the professional network of the mentor (Kalpazidou Schmidt and Faber 2016).
Outcome Short
The intervention’s outcomes include retention of competent researchers, as mentors' advice mentees
about career paths, shortcuts and pitfalls within research environments. Among outcomes are also increased intangible skills such as better understanding of behavioural research logics in the system.
Outcome indicators
2.2.1 Range of respect by boss/colleagues/ students
2.2.3 Sense of belonging to group
2.2.3 Cultural/professional features of work environment
2.3.3 Revisions of career plan
2.3.3 Change in motivation to invest more effort in scientific career
3.1.1 Strength of identification as a female leader (Uppsala)
3.2.1 Building/extension of network and its usage to advance career
3.2.1 Knowledge about own career path and potential obstacles
3.2.2 Support to create/sustain networks
3.2.2 Benefits of coaching/mentoring
Impact
Mentoring potentially improves research impact by increasing the cultural coherence in the research
system where the mentee and mentors operate. This could be through better collegial support,
knowledge sharing and collaboration across seniority ranks, clarifying pathways to qualifying for permanent research and/or leadership positions, as well as better understanding of the norms and culture of
the research environment and increased awareness of gender structures in the organisation (Kalpazidou
Schmidt and Faber 2016, Gardiner et al. 2007). An improved coherence and networking together with
increased diversity may also increase academic innovativeness and production (Wullum Nielsen et al.
2018).
Furthermore, when senior mentors learn about the (gendered) struggles of less experienced researchers,
this may contribute to increased and sustained awareness at the organisational level about gender related issues, change organisational structures and culture and thereby foster better general integration
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of women in the research environment (Kalpazidou Schmidt and Faber 2016). In the end, improved networking with more experienced researchers and better integration into a more gender aware research
environment may lead to improved research productivity and higher quality of research, e.g. increased
number of publications in peer-reviewed high-impact journals (e.g. Wullum Nielsen et al. 2018).
In the Aarhus University mentoring programme an additional impact of the intervention included creating awareness about the benefits of mentoring programmes at other universities. For example, other
Danish universities have contacted the programme managers and inquired into the mentoring scheme
in order to launch similar programmes.
Impact short
The impact is wide ranging and is expectably increased academic coherence in the research organisations
through increased collegial support, knowledge sharing and collaboration across seniority ranks, clarifying pathways to qualifying for permanent positions, as well as better understanding of the norms and
culture of the research environment and increased awareness of gender structures. Thereby, the long
run impact is gender diverse well-functioning research environments with increased research quality and
high-productivity research environments.
Impact indicators
1.2.1 Reaction to female supporting treatment
2.2.3 Sense of community
3.1.1 Visibility of women at national level
3.2.1 Opportunities for publishing
3.3.1 Inclusion of the gender dimension in teaching/curricula
3.3.1 Institution’s commitment to promote equality and diversity
4.1.1 Acceptance of cultural change
5.1.1 Percentage of publications published in the top 10 % impact ranked journals
5.4.1 Equitably published results to ensure a balance of authorship in research
5.5.1 Considering gender aspects in the research design
Policy Context
Kalpazidou Schmidt and Cacace (2017, 2018) showed the importance of policy (as well as organisational)
context for the impact of different kind of interventions, among others mentor scheme interventions.
Depending on national and local policy context, mentor programmes can be more or less straightforward
to implement efficiently. A mentor programme solely targeting women mentees can be subject to national discussion and even resistance in the organisation, especially in countries where the general assumption is that gender equality has been achieved or in countries where affirmative actions are not
usual and welcome (Kalpazidou Schmidt et. al. 2017). In such intolerant environments, inclusion of men
in the mentoring programmes may be considered to avoid resistance.
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An example of a mentoring programme, which was changed from being a programme aimed at women
solely and promoting women researchers’ career progress, to be targeted at all early career scholars is
the mentoring programme at Aarhus University. Only the initial first round of the programme was for
female mentees solely. In other less hostile policy regimes, e.g. Sweden, similar programmes are easier
to target towards women solely. However, from a research performance point of view, increasing qualifications will typically increase productivity independent of gender. On the other hand, one risk in connection with programmes targeting both gender may be that the outcome works against the intention
of empowering women and thus reinforces inequality.
Another aspect of the policy context to be considered is the judicial barriers, as women only mentoring
programmes, might be illegal according to the law on discrimination in some countries and therefore
need dispensation before implementation, e.g. as is the case in Denmark (Kalpazidou Schmidt et al.
2017).
Organisational Context
Regarding the influence on mentor programme effects of the organisational context, a first and significant influencer is that consensus among leaders and management of the organisations as to the initiation
and implementation of these type of mentoring interventions is crucial (Kalpazidou Schmidt and Cacace
2018; Cacace et al. 2015). The case of the AU mentoring programme illustrates this clearly, as policy
makers and programme managers in the intervention commonly express the view that support from the
university management is of great importance for the implementation, success and continuation of the
programme. Besides the support of the leadership, the case of the AU mentoring programme also points
to the importance of "bottom-up" support, e.g. willingness of tenured faculty to function as mentors as
well as the willingness of early career scholars to participate in the programme, which is also dependent
on researchers being aware of the existence of the programme (Ibid.).
The university management may support the intervention, i.e. top-down initiated and through financial
backing. In some cases, this intervention can be financially inexpensive, as the mentors can participate
voluntarily (doing it for the ‘greater good’), but institutions might consider establishing benefit structures
(such as financially grants or time compensation to the mentors) (Kalpazidou Schmidt and Faber 2016).
The organisational context is also relevant when looking at the impact of the intervention. Critics point
to how mentoring schemes target individual women as opposed to organisational structures and culture,
in efforts to ‘fix the women’ as opposed to ‘fixing the organisation’. As such, mentoring cannot stand
alone in improving gender equality in organisations (Kalpazidou Schmidt and Cacace 2018, van den Brink
and Benschop 2012). Finally, to be effective, mentoring schemes need to be intersectional in order to
successfully include and positively support all women in need for mentoring and allowing equal access
to the programme (Chandler 1996).
Sources
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University of Colorado Boulder.
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4.4.2

Impact Story Introduction of chairs and positions reserved to women

Impact Story
Introduction of chairs and positions reserved to women
Intervention Definition
Although the numbers vary from country to country, in average women are underrepresented in science,
mathematics and computing as well as engineering, manufacturing and construction (European Commission 2015). Even though the share of women in science in general has increased over the past years, the
leaky pipeline phenomenon is still present (European Commission 2012). Because of the leaky pipeline,
women are even more underrepresented in academic decision-making. Therefore, the gender equality
intervention "Introduction of chairs and positions reserved to women" aims directly at increasing the
representation of women among higher positions, such as professors (APA-OTS 2008, Bundesministerium für Bildung und Forschung 2016). The intervention comprises the introduction of positions and
chairs, which only women can occupy. This requires an analysis of fields, divisions and levels where
women are underrepresented, special funding for these positions, implementation of appropriate recruitment and funding guidelines as well as monitoring of the adherence to these guidelines.
The Laura Bassi Centres of Expertise (LBC) in Austria are an example for a funding instrument limited to
women and selection procedures that underwent gender mainstreaming. The aim of the initiative is to
establish excellence centres for applied sciences led by female researchers. The initiative that started in
2009 sought to provide greater visibility for excellent women to promote gender equality and to establish
a modern research culture. A key aspect is the provision of long-term funding for research centres if led
by female scientists and the identification of these scientists through gender-sensitive processes (Österreichische Forschungsförderungsgesellschaft mbH (FFG) 2018). LBC accompanies measures and supports
by providing training programmes in human resources management.
An example from Germany is the female professorship programme, which grants funding to Higher Education Institutions (HEIs) for appointments of women to tenured professorships. The programme was
established because the share of female professors in the German science system did not correspond
with the higher share of graduate women in almost all fields of science in Germany. A condition for receiving the funding is the submission of a gender equality plan. The goal of the programme is to increase
the number of female professors by funding up to three professorships per HEI reserved for women over
a period of five years maximum.
Intervention Definition Short
The intervention "Introduction of chairs and positions reserved for women" aims at introducing and ultimately providing positions and chairs exclusively reserved for women in areas in which women are
underrepresented. The identification of these areas has to be conducted as part of the intervention.
Objectives
(1) Increase the number of women in R&I positions
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Output
The short-term output of "Introduction of chairs and positions reserved to women" aims to ensure that
special chairs or positions are reserved solely for women. The output is indicated through checking if and
how many of the corresponding chairs or positions were established. Further immediate outputs are
gender-appropriate recruitment strategies and an adaptation of existing selections / evaluation procedures as well as the implementation of gender mainstreaming and human resources development with
its corresponding activities. In addition to changes in human resources and recruitment, budget allocations may indicate accompanying activities to support the organisational change process towards more
gender equality.
Accordingly, in the LBC case study the outputs include changes in selection and evaluation procedures to
tackle gender bias and increase gender-sensitivity. The evaluation process at LBC includes not only the
current performance of an applicant but also their potential. In general, the immediate output of the
LBCs is the call for and allocation of LBC funds.
In the German female professorship programme, the professorships themselves are not reserved for
women but the funding will only be granted when a woman is appointed as the professor. Therefore, the
direct output is the financing provided, which is reserved for the professors. Additionally, more HEIs will
have a specific gender equality plan because this is required to receive the funds.
Output Short
The goal of "Introduction of chairs and positions reserved to women" is to ensure introduction of positions and chairs, which only women can occupy.
Output indicators
1.2.1 Improved recruitment of talented women
2.3.2 Gender specific research funding programme in place
3.1.1 Implementation of leadership development programme
3.2.1 Availability of positions in the organisation
5.2.1 Share of RPOs with female recruitment and promotion policies
Outcome
The direct effect of the gender equality intervention "Introduction of chairs and positions reserved to
women" is the effective staffing of those chairs and positions and thereby increasing the number of
women in management / leadership positions. Furthermore, the intervention accompanied by gender
mainstreaming recruitment procedures can lead to improved career opportunities. In general, role models and gender-sensitive recruitment are expected to increase the number of female researchers on all
levels.
Furthermore, it has been shown by different studies that a higher proportion of women in teams contributes to a more cooperative working environment (e.g. GEDII 2018, Bear and Woolley 2011).
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Through the specific funding, the female professorship programme leads to more women in professorships and therefore in decision-making positions at HEIs. With the implemented gender equality plans,
more family-friendly structures will be established which reduces care-related career obstacles for
women. Options for the career and personal development of young female scientists are introduced
which ensures a new generation of women in decision-making positions at HEIs. The overall objective of
the programme is to change the German science system towards integrating more gender equality. Part
of this goal was already achieved by the gender equality plans. Through their development and assessment gender equality is now broadly accepted among HEIs.
Outcome Short
An effect expected from "Introduction of chairs and positions reserved to women" is a different composition of teams / faculties or departments because of introducing chairs and positions reserved for
women and ultimately filling them with a woman who is eligible.
Outcome indicators
1.1.1 Increased number of women in academic and other RTDI positions
1.1.1 Relative probability between the ability of men and women reaching a top position
1.1.2 Increased number of women in decision-making positions
1.2.1 Improved recruitment of talented women
2.2.1 Appropriate respect/recognition for (academic/scientific/leadership) work
2.2.3 Overall work climate
2.3.1 Career opportunities
2.3.3 Improved support to advance research career
3.1.1 Increased confidence and ability of leadership roles
Impact
The measure’s long-term impact aims at the overall equality of women and men in science and engineering. This impact is indicated through the representation of women at all levels of qualification (as students and as professionals) and a higher number of women in top academic positions (Bundesministerium für Bildung und Forschung 2008). Staffing special positions with women increases the visibility of
women in Science, Technology, Engineering and Mathematics (STEM) and in decision-making positions.
These role models promote the attraction and retention of young women in scientific positions (European Commission 2008, Natural Sciences and Engineering Research Council of Canada 2016).
The Laura Bassi Centres put a focus on the establishment of role models of gender equality and, thus,
make female research work more visible. It also introduces a ‘contemporary research culture’ characterised by a professional science management, good work-life balance and attractive career models. Therefore, the programme’s impact can be seen as fulfilled when the centres sustain the initial seven-year-
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long funding and other research organisations try to copy parts of the LBCs management and evaluation
culture.
Furthermore, it is assumed that the rising participation of women in innovation processes will increase
the systematic consideration of the female perspective and, thus, a higher user-orientation and more
gender-sensitive innovations (Gansefort and Jahn 2016).
In order to increase the share of female professors, the female professorship programme altered the
HEIs’ recruitment processes by specifically approaching female scientists for professorships as well as by
the raised awareness for a gender bias in the appointment procedures. Thereby, the representation of
women throughout the whole science system will be improved. Since the necessary share of women at
the professorial level are not yet reached in Germany, effects on science and education were not established.
Impact short
In the long term, "Introduction of chairs and positions reserved to women" aims at securing the representation of women at all levels of qualification as well as in top academic positions (Bundesministerium
für Bildung und Forschung 2008). Simultaneously, women will gain visibility in STEM and in decisionmaking positions and will therefore function as role models for young women (European Commission
2008).
Impact indicators short
1.1.1 Relative probability between the ability of men and women to reach a top position
1.1.2 Increase in leadership positions by women who participated in the programme
1.1.2 Percentage of women in [EC] advisory groups, expert groups, evaluation panels, individual experts,
etc.
1.1.2 Proportion of women in leadership positions
3.1.1 Visibility of women at the university/organisation
3.1.1 Women with leadership positions
5.2.3 Knowledge about sex and gender is incorporated into engineering innovation processes
5.3.2 Research quality: A gender dimension/perspective in research and content, in research projects,
patents, agreements is integrated
5.3.3 Contributions to strengthening the gender sensitive research are made
Policy Context
The case study on the Laura Bassi Centres of Expertise in Austria (LBC) allows deriving a number of relevant context factors: First, the Austrian national research and development system is dominated by the
business enterprise sector, where the share of women is traditionally very low. Second, the national
prioritisation of gender equality policy, which is deemed to stagnate regarding the Austrian case study.
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Third, study choices generally differ a lot between men and women in higher education. This has a high
impact on future proportions of men and women in the scientific field and therefore on the available
pool of skilled workers. Related to this there are, fourth, persisting traditional gender roles and public
family benefits. Those lead to a disproportionate share of women working part-time. The LBC case study
also broaches this lack of human resources especially in STEM fields and limited career opportunities of
women. In the economic field, there are positive aspects to be observed, too, like the regulation that
bigger companies have to have at least 30% women in their supervisory boards.
Regarding the context of the female professorship programme in Germany, gender equality policies are
generally well developed. However, they focus too much on the professional equality of women and
neglect the causes for gender inequality in the private sphere. Although there have been some changes
in supporting a work-life balance, social and fiscal policies still reinforce the traditional male breadwinner
model. Men and women with high socio-economic resources have gained options to reconcile care work
and paid work, however, this is not the case for lower-income families. Therefore, gender equality was
only improved among families with higher incomes (Menke 2017). Furthermore, especially in the STEM
fields, female students are underrepresented which leads to the overall low share of female scientists in
those fields. The financial organisation of the programme itself can also hinder its success; since 50% of
the funding is provided by the respective federal state and the financial capacity of the federal states in
Germany vary significantly.
Organisational Context
The case study on the Compliance Centers for Excellent Technologies (COMET) states that a decline of
interest in gender equality by the Austrian companies after the economic crisis can be observed. In periods of economic recession, companies appear to concentrate on their technological core business, thus,
reducing investments into human resources measures. This retarding effect is to some degree equalised
by shortages on the Austrian labour market that motivate companies to put gender equality on their
agenda and to become an attractive employer. Another aspect regarding the organisational context is
that the vertically segregated labour market as well as organisational structures dominated by men discourage women to enter those male dominated fields. In order to approach this problem various gender
equality measures do exist. If they use reserved quotas for women, they often face a lot of resistance
because it is assumed that women would be judged according to their sex and not their scientific capabilities or intellectual value (European Commission 2008) which also applies to chairs and positions reserved to women. Therefore, discrimination against women occupying these positions and perceived
discrimination against men might rise. To avoid these effects the senior management needs to provide
legitimacy to such measures by demonstrating its commitment to it (EIGE 2016, Cacace et al. 2015). Success also relates to programme justification. Generally speaking, affirmative action justifications which
reactivate group identities, are more vulnerable to backlash than diversity management justifications
which aim at creating a competitive advantage for the organisation as a whole (Kidder et al. 2004).
The Laura Bassi Centres combine the pursuit for gender equality with measures to implement good research management and an employee-oriented organisational culture. The coupling of these two aspects
enhances the inner-organisational legitimacy of the programme. So to say, women may not be the leaders per se, but the programme enables them to be. Accompanying evaluations provide evidence for the
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better performance of the women leaders or allow counteracting within time – of course, setting at the
same time a high pressure on the leaders to fulfil the high performance and role model expectations.
The HEIs in Germany are highly autonomous; therefore, their commitment to gender equality cannot be
forced by legally binding measures. Positive incentives, like the female professorship programme, must
be sufficient. Furthermore, the HEIs’ structure with faculties and the HEI management can be a barrier
for gender equality because several organisational levels have to be targeted in order to achieve a sustainable change. Nevertheless, a criterion for the programme’s acceptance and success is that the
women who are appointed as professors still compete through the regular appointment process. This
also protects the female professors from any doubts concerning their suitability for the position. However, in the Netherlands a similar programme was introduced and the deans of some universities still
voiced concerns that the programme would lead to a stigmatisation of the appointed women (Erasmusmagazine 2018).
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4.4.3

Impact Story Support to career development

Impact Story
Support to career development
Intervention Definition
Major life events such as childbirth, as well as care work for relatives, continuing education or accommodating spouses’ careers may result in voluntary or involuntary career interruptions in the case of many
women in Science, Technology, Engineering and Mathematics (STEM) (Hewlett 2007). Furthermore, male
competitors usually get more support from their male colleagues and have better professional networks.
Therefore, they have competitive advantages in their careers compared to women, which manifest themselves in greater organisational career mobility and better chances of promotion. Meanwhile, female
employees may fall behind in their careers or become professionally stagnated (Patel 2013). Other major
barriers to women succeeding in science include their own limiting self-beliefs and low self-esteem,
which is often a result of stereotypical gender socialisation from early childhood (Buldu 2006); and the
unconscious bias that exists within most organisations (Moss-Racusin et al. 2012). The consequences of
all these factors are reflected not only at the individual level, but also in the insufficient female representation in critical roles within several organisations.
Career development is a lifelong process involving psychological, sociological, educational, economic and
physical factors that interact to influence the trajectory of the individual (Hackney and Cormier 2005,
14). Besides, it contributes to the growth, inspiration and retention of talent in companies, institutions
and organisations.
„Support to career development" from the gender equality perspective is an intervention that may help
overcome the obstacles to women’s career progression. It is designed, on the one hand, to assist female
employees in developing their professional competencies, leadership skills and self-knowledge; in making and implementing informed occupational choices; and in career planning. Initiatives such as the General Electric Women’s Network are intended to serve as frameworks for the self-development of female
employees. They use various tools in order to provide a forum for women to exchange ideas, opinions,
strategies, and to share experiences on good practice. These tools include mentoring, coaching and networking opportunities; education and trainings; opportunities that allow for interaction between the
network group members and the senior executives of the company; thematic events; presence at job
fairs; and external relationships with organisations and institutions outside of the company.
On the other hand, the initiative "Support to career development" assists organisations and institutions
to introduce gender-fair structures for promotion and launch initiatives that create opportunities for
outstanding women to obtain leadership positions. A good example of this is the Laura Bassi Centres of
Expertise’s (LBC) impetus programme, which funds research centres for applied basic research managed
by top-level female scientists.
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Intervention Definition Short
The intervention "Support to career development" aims at smoothing the career advancement of female
employees by fostering their professional development, strengthening their networks, improving their
soft skills and self-confidence, as well as by creating more gender-fair organisational environments.
Objectives
(1) Increase the number of women in R&I positions´
(3) Boost professional capabilities of women to pursue promotion
(4) Implement gender-fair organisational structures
Output
The intervention’s short-term output is constituted by the introduction of career development interventions and activities such as networking, advising, counselling, coaching, mentoring, training and engagement programmes, which seek to address individuals’ wellness, personal growth and professional advancement (Hackney and Cormier, 2005) through all career phases (recruiting, job entry, promotion).
Immediate tangible results of this kind of interventions include the number, scale and variety of the programmes and activities carried out. The success rate of the events is reflected in the number of participants and their level of satisfaction. At the organisational level, the main outputs are the measures that
aim at ensuring transparency in terms of organisational structure, e.g. target agreements with current
and newly hired employees, the development of job descriptions to make career opportunities more
transparent, etc.
In the case of the General Electric Women’s Network career development programmes include engagement events, festivals, factory visits, round table discussions, presentations by guest speakers, networking events, career path workshops, interactions with the company’s senior executives, training programmes, one-on-one mentoring sessions, coaching activities, media trainings, public speaking courses,
awareness raising and information sharing events, services such as babysitting arrangements, etc..
The number of the network’s membership, especially those women who take an active role in planning,
organising and implementing the programmes, and the attendance rate at the events organised by the
Women’s Network are also outputs of the intervention.
Output Short
Immediate outputs of the intervention "Support to career development" are constituted by the variety
of activities and programmes introduced and carried out in order to foster the career advancement of
individuals or certain groups of employees, e.g. women. Outputs also include the number of employees
successfully reached by the initiative.
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Output indicators
2.2.2. Day-to-day intellectual stimulation
2.2.3. Sense of belonging to group
2.2.3. Sense of community
2.3.3. Possibility to approach senior staff for assistance and tips (measuring the confidence)
2.3.3. Acts of support through upper manager
3.2.2. Ability to create/enhance/sustain new networks/contacts/collaborations
3.2.2. Use of mentoring (promoting of career, obtaining of resources, useful advices, etc.)
3.2.2. Identification of useful local "allies" in encouraging GE
Outcome
One of the main outcomes of the intervention is the professional development and the increased job
satisfaction of its beneficiaries. Career development programmes prepare individuals for the changing
workplace of the 21st century by teaching labour market changes and complexity of the workplace. Career support activities, especially mentoring, can teach mentees about career ‘paths, shortcuts and minefields’ within research environments (Kalpazidou Schmidt and Faber 2016). Through its programmes and
activities, the intervention "Support to career development" plays a critical role not only in improving
women’s business practices, expanding their personal contacts and building career opportunities for
them, thus facilitating their progression; but also in improving structures within organisations to enable
gender equality in career development. Therefore, the creation and operation of more gender-fair structures within organisations is another very important outcome of the measure.
In Hungary, the Women’s Network gives the opportunity for female employees to get in touch with colleagues from other departments or units, whom they would possibly never meet otherwise. Personal
and professional relationships formed during the events and programmes of the Women’s Network often
prove to be very fruitful. There are several examples when such relationships lead to professional cooperation, which help the employees manage a task or cope with difficulties at the workplace.
The Women’s Network creates a self-organised, self-dependent and supportive community for female
General Electric (GE) workers without excluding male employees. It increases the members’ sense of
belonging and importance, thus boosting their engagement with the company. The Women’s Network
stimulates unplanned and even unnoticed learning processes within the organisation. What is learned in
the non-threatening environment of the network can be utilised routinely and almost automatically in
the everyday work.
By equipping talented female researchers with the confidence and skills, they need to thrive in their
careers, „Support to career development" enhances the visibility of women in STEM fields. For instance,
meetings and mentoring sessions with senior executives of GE ensure that the skills and achievements
of talented female employees are noticed by the management. This not only fosters the career advancement of women who take part in the network, but also contributes to the creation of role models who
can serve as good examples for other female employees.
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Besides, regular contact with colleagues and leaders help female employees to gain an insight into the
operation of the company and a better understanding of its strategies, which further improves their
chances of promotion and helps them up the ladder of success. Although the Women’s Network in Hungary generally has a rather indirect positive effect on the members’ career, in a few cases participation
in the network can even directly result in promotions.
Outcome Short
Outcomes of the intervention "Support to career development" include professional development, increased job satisfaction, enhanced visibility, better career planning and career building opportunities,
expanded personal and professional contacts and networks, fruitful professional collaborations, new role
models, strengthened working and leadership skills, and fostered career advancement.
Outcome indicators
2.3.2. Implementation of new tasks/responsibilities
3.1.1. Attractiveness and personal motives to take up leadership positions
3.1.1. Tangible examples of leadership development skills in daily work
3.2.1. Ability of managing budgets is improved
3.2.1. Knowledge of own discipline is deepened
3.2.1. Improved understanding of different departments/sections culture and procedures
3.2.1. Improved voicing opinion/confidence to argue one’s position
3.2.1. Improved self-promotion skills
4.2.1. Rating of communication paths and transparency regarding decision-making bodies
Impact
By enhancing women’s professional growth, providing role models, developing new and existing talent,
cultivating leadership competencies, and creating a transparent organisational environment the measure
aims at promoting a fair and appropriate status of female scientific researchers (Peterson 1996). It is a
valuable tool for attraction, promotion and retention of talented and competent female workforce. Its
major impact is the increase in the number of women in decision-making and leadership positions within
organisations that operate in STEM fields. E.g., the General Electric Women’s Network has been recognised globally as one of the most effective voluntary women’s networks, and the single-digit percentage
of female top managers within the company grew to more than 20% in about 15 years. The Women’s
Network does not have a say in hiring and promotion decisions, but on the long run, it helps to build a
bigger pipeline.
Furthermore, the counsellors and the managers of career development programmes, as well as the Human Resources (HR) professionals and recruiters may generally learn about the struggles and the gender
challenges female researchers have to face in the workplace. Besides, they become more aware of their
own unconscious gender biases (Correll 2017). These feedback mechanisms can be very beneficial, not
only to the women who participate in the programmes, but also to the organisation.
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Initiatives such as the General Electric Women’s Network of Hungary and FEMtech Career of Austria contribute to a more colourful and diverse community within the organisation. The gradual, but perceptible
changes in the organisational culture and the operation of the institutions constitute one of the main
indirect impacts of such initiatives. In addition to improving the position of female employees, the General Electric Women’s Network may also set a good example for other companies in the private sector
through its best practices.
By broadening knowledge, skills and abilities, improving decision making skills, increasing self-esteem
and motivation, building interpersonal effectiveness, maximising career opportunities and improving
employment marketability the intervention encourages and assists female employees to perform research in an enhanced spirit of responsibility, which may be mirrored in the overall performance of the
company. Expected impacts of the measure that are directly linked to Research, Technological Development and Innovation (RTDI) include a more sustainable and socially relevant research activity carried out
by the company, an enhanced innovation driven by the diversity of GE and the increased scientific and
economic competitiveness of the company in the long run.
Impact short
In the long term, the development of women employees regarding their professional activity, self-confidence and leadership skills leads to a more proportionate female representation in STEM and in leadership positions. This may bring about changes in the organisational culture, which results in an enhanced
spirit of responsibility, a more sustainable and relevant research activity, and a strengthened overall research performance. These improvements and changes constitute the main impacts of the intervention
"Support to career development".
Impact indicators
1.1.1. Horizontal/vertical segregation in positions
1.1.1. Success rates of men and women applicants to positions
1.1.2. Increase in leadership positions by women who participated in the programme
1.1.2. Taken up leadership positions such as rector, associate professor, dean/associate dean, centre
director, head of department, leader of research
1.1.2. Composition of boards or committees
1.1.2. Percentage of professional staff at employment levels
1.2.1. Relation between gender composition and success rate of the candidate pool
4.2.1. Perceived extent and pace of cultural change on organisational level
5.1.2. Scientific collaboration across disciplines on new, high-risk ideas
5.1.2.Cross-country (also beyond EU) and cross-disciplinary research and innovation networks (incl.
SMEs)
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Policy Context
As the case studies "General Electric Women’s Network" and "FEMtech Career" point out, the research
and development system is dominated by the Business Enterprise Sector (BES) in many European countries. Measures that belong to the category "Support to career development" are typically initiated within
organisations, and therefore they are planned and implemented at an institutional level. Since the
Women’s Network was established by one of the world’s largest private companies and it has been operating in a corporate environment ever since, it is not possible to examine its functioning and achievements independently from the industrial background. Due to the international character of the Women’s
Network, the outcome and impact of the intervention is much more affected by the organisational culture of General Electric than by the national context. However, policy regulations such as compulsory
quotas to increase the proportion of female members in the supervisory boards of companies can influence the impact of this kind of interventions.
It can be stated that according to the RIO (Research and Innovation Observatory) country reports, one of
the main challenges for some European countries’ RTDI system is sustaining the supply of human resources in the sector. The insufficient representation of female employees in STEM fields is a key aspect
of this issue.
Organisational Context
The interventions "Support to career development" cannot be examined out of their organisational context. Structural changes toward an equal and gender-fair organisational setting are essential. However,
fulfilling the simultaneous requirements of excellence and equal opportunities is only possible under the
condition that there is a satisfactory number of women within a given organisation who have both the
ambition and the ability to become leaders. The interventions "Support to career development" facilitate
the attraction and the professional development of women employees, thus helping the organisations
meet the above-mentioned condition.
The General Electric Women’s Network programme is a good example of this. On the one hand, prohibition of discrimination on any ground is included in General Electric’s Code of Conduct. On the other hand,
the company intends to operate on a meritocratic basis, which means that the more deserving the employee is, the faster he/she can move up the career ladder, regardless of his/her demographic characteristics.
The Women’s Network has a very special characteristic: though it was originally initiated from the top
down, it has always been operating from the bottom up. This guarantees a steady support from the
management and a democratic and self-organised way of functioning at the same time. The recruitment
of members and the operation of the network are based on persuasion, collaboration and teamwork.
Participation in the network is voluntary, but highly supported by the leaders. In addition to the abovementioned organisational aspects, the implementation of the measure would not be possible without a
corporate background, thanks to which considerable resources are allocated for the purposes of the
Women’s Network. Funding for organisational change is the key aspect of the FEMtech Career Program,
as well. Financial support contributes to these initiatives’ potential to have significant impact on gender
equality.
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In some cases, female researchers might need gender-specific programmes to bring out their best professional self and performance. A planned sequence of activities and experiences is needed to achieve
specific competencies such as self-appraisal, decision-making, goal setting, and career planning. Qualified
leadership, effective management, accountability and programme improvement based on results of process/outcome evaluations are key components of successful career guidance. Furthermore, counselling
programmes require a team approach where certified counsellors are central to the programmes. Counsellors should continuously update their professional knowledge and skills and do regular follow-ups with
their clients. Finally, adequate facilities, materials and resources are also needed for effective career support.
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4.5

Monitoring

There is only one intervention format belong to the intervention type monitoring (Monitoring appointments,
promotions, or attributions of tasks). This format is described by an impact story.
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4.5.1

Impact Story Monitoring appointments, promotions, and attributions of tasks

Impact Story
Monitoring appointments, promotions, and attributions of tasks
Intervention Definition
At most universities, men are proportionally more inclined to be promoted to a professorship. This is the
case even when there is an equal share of male and female researchers at PhD level. In this regard, monitoring appointments, promotions, or attributions of task are expected to increase university faculties’
and other research institutions focus and awareness on facilitating promotion of female researchers to
professorship and other leadership positions. The main activities of such a monitoring intervention includes monitoring of the pool of researchers as well as changes in staff composition at different faculties,
departments and research centres, thereby increasing transparency and accountability and bringing
about an increased commitment in the organisation towards gender equality. According to most recent
literature, monitoring constitutes an important lever for driving long-term gender progress as continuous
monitoring can improve the gender balance in top research and leadership positions at universities and
other research organisations (Kalpazidou Schmidt et al. 2017b, Wullum Nielsen et al. 2012).
In practice, monitoring typically involves the collection of gender-segregated data on proportions, recruitment and promotions, which can be submitted to a central monitoring body. This central unit can
further collect detailed written reports and information about how implemented interventions have contributed to the progress indicated by the data, thereby including context influence, e.g. how implementation of interventions functions at various organisational levels. A lack of progress relative to target
measures may be followed by a reprimand or, in some cases, concrete sanctions until shortfalls are rectified (Cacace et al. 2016). Thus, the organisation is monitored, but at the same time, effective monitoring
requires an action in case of discrepancies.
With a top-down logic incentive structure, fulfilment of the monitored targets regarding gender balance
in professorships are better obtained in the short run and maintained in the long run, i.e. sustainability
of effects. Recent research reveals that ensuring a lasting commitment and actual further progress with
respect to improving the gender balance in top research and leadership positions within universities requires continuous monitoring and reporting as well as establishing of bodies dedicated to these tasks
(Kalpazidou Schmidt and Cacace 2018, Nielsen et al. 2017).
Moreover, for a successful implementation it is necessary that actions incorporate the basic assumptions
of complexity theory, which proposes a non-linear relationship between inputs and outputs of measures,
where impact depends on the interaction of a multitude of variables strongly related to context (Kalpazidou Schmidt and Cacace 2018), such as structural resistances, the availability of research staff or the
size of organisation on possible speed of changes.
Intervention Definition Short
Monitoring involves the collection of gender-segregated data on proportions, recruitment and promotion of researchers, typically collected by a central body together with detailed reporting about how implemented interventions have contributed to the progress indicated by the collected data. The literature
shows that the implementation process needs to be constantly monitored and evaluated and that all
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data collected need to be documented together with the monitoring and evaluation results in order for
the intervention to have a sustainable impact (Kalpazidou Schmidt and Cacace 2018).
Objectives
(1) Increase the number of women in R&I positions
(3) Boost professional capabilities of women to pursue promotion
(4) Implement gender-fair organisational structures
Output
An immediate technical output of a monitoring scheme may comprise the establishment of a central
gender equality committee responsible for monitoring progress at various organisational levels, e.g. faculty level, with respect to fulfilment of target measures in and objectives of gender equality action plans,
i.e. appointments and promotions and changes in gender shares in professorships or leadership positions.
At institutional, organisational and faculty level, outputs include the actual collection of gender-specific
data, not only at aggregated level, but also with regard to the horizontal and vertical distribution of
shares, as well as to attitudes towards gender equality interventions and funding of women researchers.
Furthermore, output also involves compiling and submitting written status reports to the relevant management and leadership. Recruitment issues such as appointments without announcement in open competition, or recruitment without qualified female candidates need to be part of a complete monitoring
practice in order to reveal shadow figures, pointing out pitfalls and securing full transparency of processes and procedures (European Commission 2017, Ministry of Higher Education and Science 2015).
Output of financial incentive initiatives, if included, would involve the establishment of a central pool
from which funding for additional professorships, research leaders and bonuses can be rewarded to the
faculties or organisational units. With a central pool adding extra funding transparency and objective
criteria are secured, and potential perverse effects, e.g. demanded exchange of staff or hiring of secondbest applicants, are prevented.
Output Short
Direct outputs of an intervention focusing on monitoring results in figures on shares, appointments, promotions, and attributions of tasks for a monitoring body, legitimising the gender-segregated data on recruitment and promotions and financial incentives.
Output indicators
1.1.1 Composition of academic positions per team
1.1.1 Horizontal/vertical segregation in positions
1.1.1 Proportion of doctorates becoming professors within a 12-year period
1.1.1 Number of newly appointed full professors (hired or promoted)
1.1.1 Distribution of staff across gender
1.1.1 Proportion of women in grade A positions
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1.1.2 Proportion of women in leadership positions
1.2.1 Number of new hired faculty
2.3.2 Existence of rewards and incentives
4.4.1 Budget spent on GE measures
Outcome
Outcomes of the financial incentives structure in combination with consistent progress in monitoring
ensure faculty managements’ retained commitment towards increasing the number of female post docs
and especially female professors, i.e. increasing awareness (e.g. Copenhagen University 2013b). In turn,
increasing the number of female professors will improve diversity in organisational decision-making positions as well as professional seniority, which over time will balance out research team compositions as
well.
Finally, by expanding the intervention with e.g. a financial incentives scheme and following up and a
monitoring appointments and promotions scheme further sends a strong signal to internal as well as
external stakeholders about the level of priority and significance attributed to issues of gender (Copenhagen University 2013b).
The intervention at Copenhagen University shows evidence of both an increase in the number of female
professors and research leaders and as such of the number of role models since the monitoring and the
supplementary financial incentives intervention contributed to an increase in the share of women professors from 15.3 percent in 2007 to 20.6 percent in 2012. This increase resulted in approximately a one
in five representation (Copenhagen University 2015). Hence, the intervention successfully resulted in
more women in research leadership and thereby more female role models.
Outcome Short
Monitoring of appointments and promotions supports increasing the share of women in leadership positions and among professors.
Outcome indicators
1.1.1 Rate of change in composition of faculty
1.1.2 Taken up leadership positions such as rector, associate professor, dean/associate dean, centre director, head of department, leader of research
1.1.2 Percentage of women in advisory committees
1.2.1 Relation between gender composition and success rate of the candidate pool
2.3.1 Diversity in team structure concerning tenure
2.3.1 Assessment of number of submitted tenure applications and number of awarded tenures
2.3.1 Transparent promotion system
3.2.1 Availability of positions in the organisation
3.3.1 Bodies responsible for GE monitoring
4.1.1 Gender monitoring/reporting in regular monitoring instruments
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Impact
Although universities, as key societal institutions, may be expected to reflect the diversity among the
general population (Copenhagen University 2013a), balancing women’s representation among professors and university managers is not pursued due to ethical obligation alone. Rather, diversity is expected
to positively affect the quality of research and education, because diverse norms, preferences and competencies are able to challenge taken-for-granted and self-evident assumptions and lead to synergies,
which may result in new discoveries (Nielsen et al. 2017).
More balanced research teams increases the impact of the interventions through increased likelihood of
inclusion of gender and gendered analysis in research projects, i.e. improved relevance and quality of
research (Nielsen et al. 2017). Moreover, increased numbers of female professors will serve as positive
role models for younger female researchers thereby increasing the number of qualified female researchers for future professor- and leadership positions.
Finally, diversity is likely to attract talent and contribute to the creation of a better working environment
that both women and men will find attractive, which, in turn, will increase employee satisfaction and
individuals’ professional development and productivity (Copenhagen University 2013b).
Impact short
Monitoring of shares, appointments and promotions supports increasing the numbers of women in leadership positions and among professors, which may lead to diverse teams and synergies that may result
in new research ideas and improved quality of research. Moreover, as women researchers in a higher
degree incorporate gender and sex analysis in their research, more women in science will eventually lead
to better research.
Impact indicators
1.1.2 Composition of boards or committees
1.2.1 Reaction to female supporting treatment
2.3.1 Diversity in team structure concerning tenure
2.3.2 Knowledge of criteria for promotion
3.1.1 Visibility of women at the university/organisation
3.3.1 Scale of organisational commitment to gender diversity
4.1.1 Acknowledgement of gender issues
4.1.1 Share of RPOs with gender in research content
5.4.1 Gender balance in research team/research team composition
5.4.1 Percentage of research projects including gender analysis/gender dimensions in the content of research
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Policy Context
Kalpazidou Schmidt and Cacace (2017, 2018) showed the importance of policy (as well as organisational)
context for the impact of interventions and the monitoring intervention at Copenhagen University provides an illustrative example. In Denmark, the general perception is that the country has overall achieved
gender equality and those women and men are equal and have equal opportunities. Therefore, affirmative actions such as providing financial incentives to increase the number of women researchers are often
subject to debate and critique. When Copenhagen University introduced the monitoring intervention
combined with the financial incentives, the university management encountered some criticism and opposition, and was reported to the Minister of Research and the Tribunal for Equal Treatment.
This case also shows another important contextual issue namely the legislation. Anti-discriminatory legislation can make affirmative action initiatives difficult since these actions are perceived as discriminative
against men. Therefore, an exception of the law is needed (in Denmark) every time an affirmative action
is initiated (Kalpazidou Schmidt et. al 2017).
The problem of the leaky pipeline is obviously greater in many countries within the fields of Science,
Technology, Engineering and Mathematics (STEM) but it is present in all fields. The number of gender
equality initiatives may be scarce in programmes of Research, Technological Development and Innovation (RTDI), in particular at universities and research institutions, due to a culture that values meritocracy
and fundamentally denies the existence of discrimination of women researchers (as is the case in Denmark) (Kalpazidou Schmidt et. al 2017).
Furthermore, as regards the overall context, there must be political will and a consensus among policy
makers as to the initiation and implementation of these type of affirmative interventions in order for
them to be successful.
Organisational Context
As regards the context at the organisational level, there must be a consensus among the leadership and
management of the organisations as to the initiation, implementation, targets and success criteria of this
type of intervention. This was to a wide extent the case at Copenhagen University, which may have
played a decisive role in ensuring the successful outcome and impact of the intervention.
The management and leadership of the organisation may support the intervention, i.e. top-down initiated and through financial backing. This implies that the leadership of the organisation acknowledges a
need for more women leaders (professors and in decision-making) in the organisation and offers a framework fertile to increasing their share. The leadership of the university and the Human Resources department have to prepare the ground for such interventions in cultural and structural contexts where gender
biases are not discussed, usually due to a blind trust on meritocracy.
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Monitoring schemes may increase efficiency when underpinned with incentive structures such as granting financial support to those faculties or organisational units that live up to the target measures. This
was for example the case with a gender equality intervention, the monitoring scheme at Copenhagen
University (Copenhagen University 2013b). At Copenhagen University, the monitoring intervention was
combined with financial bonuses incentivising faculties to hire more female professors. These financial
incentives implied that if the faculties of theology, law and pharmacology recruited a female professor
individually, they would be rewarded an additional professorship the following year. Further, if the faculties of arts and social science recruited two female professors individually, they would be rewarded an
additional professorship the following year, and finally if the faculties of science and health recruited
three female professors individually, they would be rewarded an additional professorship the following
year. Moreover, if the faculties managed to raise their share of women professors by five percentage
points by the end of the duration of the action plan in 2013, they would be granted a financial bonus
from a central fund specifically created for the purpose.
All faculties managed to fulfil these goals, which indicates that through the financial incentive initiatives,
a managerial commitment to the universities gender equality agenda can also be ensured or improved
(based on the assumption that money is the strongest motivating factor for management) (Copenhagen
University 2013b). Although the case of Copenhagen University illustrates the effectiveness of a monitoring intervention combined with financial incentives, the case also illustrates how such interventions
can meet quite a lot of resistance within both the organisation and the general public. For example, a
professor from Copenhagen University reported the intervention to the Minister of Research as well as
to the Tribunal for Equal Treatment for being discriminatory towards men. However, the complaints were
dismissed in both instances.
Sources
Cacace, Marina; Balahur, Doina; Bleijenbergh, Inge; Falcinelli, Daniela; Friedrich, Michaela; Kalpazidou
Schmidt, Evanthia (Eds). 2015. Structural Transformations to Achieve Gender Equality in Science: Guidelines.
Copenhagen University 2013a Evalueringsrapport om Handleplanen Mangfoldighed – Flere kvinder i
ledelse (transl.: Evaluation report of the Action Plan ’Diversity – More women in leadership’). Accessed
22, November 2018. http://velkommen.ku.dk/profil/mangfoldighed/
Copenhagen University 2013b. Et mangfoldigt KU – ideer til handling (transl.: A diverse KU – ideas for
actions). Accessed November 22, 2018 https://bestyrelse.ku.dk/moeder/moeder2014/71/pkt04.02.pdf
Copenhagen University 2015. Handlingsplan for karriere, køn og kvalitet – lige muligheder i foskning og
ledelse (transl.: Action Plan for Career, Gender and Quality – Equal Opportunities in Research a13nd
Management). Accessed November 22, 2018. http://velkommen.ku.dk/profil/mangfoldighed/
Danish Research and Innovation Authorities 2007. Innovation og mangfoldighed – Ny viden og erfaringer
med medarbjedreven innovation (transl.: Innovation and diversity – New knowledge and experiences
with employee driven innovation). Accessed November 22, 2018. https://ufm.dk/publikationer/2007/filer-2007/rapport_mangfoldighed_endelig_oktober_2-1.pdf
European Commission 2017. Implicit gender biases during evaluations: How to raise awareness and
change attitudes? Workshop report. Brussels, May 30-31, 2017.
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multifaceted challenge of assessing impact. Research Evaluation, vol. 26, no 2.
Kalpazidou Schmidt, Evanthia, Ebbe Krogh Graversen, Sanne Schioldann Haase, Maria Lehmann Nielsen,
Matias Engdal Christensen, Lea Forbig (2017a) EFFORTI – Deliverable 2.2 Country Note Denmark
Kalpazidou Schmidt, Evanthia; Bührer, Susanne; Schraudner, Martina; Reidl, Sybille; Müller, Jörg; Palmen,
Rachel; Haase, Sanne; Graversen, Ebbe Krogh; Holzinger, Florian; Striebing, Clemens; Groó, Dora; Klein,
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in Research. Copenhagen.
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4.6

Gender awareness and bias

There is one intervention format under the heading "gender awareness and bias", namely "training courses.
The respective impact story can be found below.
4.6.1

Impact Story Training courses

Impact Story
Training courses (different targets)
Intervention Definition
Training courses communicate contents to the participating audience with the aim to achieve a behavioural change. A variety of training courses aim at promoting gender equality. From a theoretical
perspective and with regard to the category of personnel development, we can broadly distinguish
two training targets:
1.

2.

To develop awareness regarding gender inequalities and diversity in the organisation. These
courses may address a broad audience in Science, Technology, Engineering and Mathematics
(STEM) as well as academia in general or focus on managers in particular.
To pass knowledge concerning career options and possibilities to women (Kalev et al. Dobbin
2006).

Not discussed here is the scope of training courses to also address gender equality topics beyond the
personnel level, e.g. the role of gender in research contents.
In detail, the intervention "Training courses" comprises an analysis of gender equality in research institutions and the derivation of concrete needs that should be met through training as well as the

EFFORTI

69

EFFORTI - Collection of good practices and lessons learned

compilation of relevant content and development of training courses. Furthermore, it includes the
execution of the training with the pre-defined target group, the evaluation of the participants‘ conscious and unconscious learnings; and finally, the evaluation of the social effects that were expected
as the consequences of the training (Bezrukovaet al. 2012).
An example for the target of women’s empowerment is the programme "The Accountability of Academic Colleagues" (AKKA) which is conducted at Lund University in Sweden. After the university’s
management recognised that men were overrepresented in leadership positions at the institution, it
launched this internal leadership programme. AKKA is aiming to help women with the development
of leadership skills as well as to motivate them to run for dean and vice-dean positions.
The varied entrepreneurship trainings of the Women’s Founder Consult (WFC) in Lower Saxony, Germany are another example. WFC wants to make the specific start-up knowledge in the STEM fields
accessible to women. The programme offers workshops which train pitching in a STEM environment
or prepare for self-employment and cover topics which are generally of interest for business startups.
Intervention Definition Short
Training courses aim at achieving a behavioural change by communicating new contents to the target
audience. Concerning gender equality, workshops can target improving awareness of inequalities and
a lack of diversity in organisations, or inform women about further career options (Kalev et al. 2006).
Objectives
(3) Boost professional capabilities of women to pursue promotion
(4) Implement gender-fair organisational structures
Output
Conducted trainings are the direct output of the intervention "Training courses". This is indicated by
the number of trainings and the number of participants (Kalev et al. 2006).
Accordingly, in the example of the programme AKKA the measurable outputs are the carried out training courses in the internal leadership programme and the number of the attendees.
Output Short
The direct outputs of the intervention "Training courses" are the conducted trainings (Kalev et al.
2006).
Output indicators
3.2.1 Availability of training and workshops
3.2.1 Quality of the activities for the support of a scientific career
5.1.3 Researchers trained (inc. PhD, post-docs, gender balanced)
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Outcome
The direct outcome of the intervention is an increase in knowledge, skills and awareness. Diversity
trainings for all members of an organisation, especially leaders, raise gender awareness and consciousness of bias (Carnes et al. 2012). They help decrease false associations with women (Jackson et
al. 2014). Trainings for female junior researchers increase their knowledge of possible career paths,
build networks and teach confidence and the ability to assume leadership roles. The trainings can
provide an opportunity to learn new work skills that are useful for career success (Lipinsky 2009,
Archie and Laursen 2013). This outcome is indicated by assessing the understanding of the contents
before and after the training.
A second outcome is that participants of the trainings use the new knowledge, skills and awareness
in their professional practice (Archie and Laursen 2013). This is measured, for instance, by employees
being more open to cooperating with fellows from social backgrounds other than their own
(Bezrukova et al. 2012). Women who have been at trainings for career development get clarity about
their goals and values and become more self-aware. They improve their self-presentation and learn
to network more successfully. They can identify promising fellows to work with (Harris and Leberman
2012).
In the programme AKKA, the outcomes on the target group are their improved leadership skills and a
heightened confidence in their own capabilities as well as a strengthened perception of their career
possibilities. Furthermore, the general awareness towards gender equality is raised.
Participants of the WFC’s trainings can experience improved leadership, business and self-promoting
skills as well as a higher confidence in their ability to establish a business in the STEM fields. In combination with networking interventions, the women who attended the workshops will apply those
skills by collaborating with other female entrepreneurs as well as supporting institutions.
Outcome Short
The direct effects on the attendees of the intervention "Training courses" are an increase in the
knowledge of possible career paths (Lipinsky 2009) as well as greater clarity of individual goals (Harris
and Leberman 2012). Participants will develop new work skills like networking (Archie and Laursen
2013) and more generally gender awareness will be raised among the members of the organisation
(Carnes et al. 2012). Consequently, the attendees can apply the new knowledge, skills and awareness
in their work processes, i.e. by cooperating with co-workers with diverse social backgrounds
(Bezrukova et al. 2012)
Outcome indicators
3.1.1 Perception of own role being a leader concerned with supporting women’s opportunities
3.1.1 Increased self-awareness
3.2.1 Knowledge about own career path and potential obstacles
3.2.1 Knowledge about leadership and university governance
3.2.1 Improved understanding of different departments’/sections’ culture and procedures
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3.2.1 Improved negotiation skills
3.2.1 Improved voicing opinion/confidence to argue one’s position
3.2.1 Improved self-promotion skills
3.2.2 Ability to create/enhance/sustain new networks/contacts/collaborations
4.1.1 Acknowledgement of gender issues in team)
Impact
In regard to diversity trainings, as a result of the reduced institutional gender bias, more women will
be employed and promoted (Bezrukova et al. 2012). Furthermore, trainings for women’s career development have an impact on competitiveness as well as promotion. Having gained insights into career development options, negotiation skills, and an increased sense of self-worth, more women will
be promoted and attain high positions (Harris and Leberman 2012). Employees from various backgrounds can cooperate better and the work is more productive overall (Bezrukova et al. 2012). Trainings are assumed to affect a cultural change in the organisation Kalev et al. 2006).
The intervention may have an impact on several organisational dimensions. The reason for this broad
variety of dimensions is the dependence on the precise contents and goals of the training. Therefore,
diversity, career and leadership trainings can have effects on several Responsible Research and Innovation (RRI) indicators: Having become more self-aware and being in high-ranking positions, women
researchers can share their perspective more often, which helps decrease gender bias. Besides, diversity of staff is useful for increasing innovation capacities because it enhances knowledge of user needs
(Froese and Schraudner 2010).
Through the programme AKKA, more women will reach decision-making positions at Lund University.
Since there will be more female leaders as role models, those will also have an increased visibility.
Furthermore, the organisation’s cultural, structural and organisational factors may change towards a
more gender inclusive setting.
In the case of WFC, the training courses’ beneficiaries will establish more female-led start-ups in the
STEM sectors. Those women can then act as role models, which increases the motivation of other
women to found STEM businesses.
Impact short
More women will be ready to be promoted to leadership positions because of their new insights into
career development options. They can therefore act as role-models for other women to aim for higher
career goals (Harris and Leberman 2012). Since employees from different social backgrounds will better work together, the organisation’s productivity is increased (Bezrukova et al. 2012). Staff diversity
can also result in a heightened innovation capacity (Froese and Schraudner 2010). Overall, this can
lead to a cultural change in the organisation towards a more gender inclusive environment Kalev et
al. 2006).
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Impact indicators short
1.1.1 Horizontal/vertical segregation in positions
5.1.1 Number of publications in peer-reviewed high-impact journals
5.1.1 Percentage of women that are first authors of research papers
5.1.1 Number of scientific papers in relation to the population size
5.2.2 Number and share of female inventors
5.3.1 Number of projects led by women
5.5.1 Percentage of research institutions that document specific actions that minimise/reduce barriers in work environment that disadvantage one sex (e.g. flexibility of working hours)
5.5.1 Glass Ceiling Index
Policy Context
The overall attitude concerning gender equality in a country can have an impact on several factors of
the intervention "Training courses". First, it influences the awareness of whether there is a problem
with gender equality and if this claim is supported by scientific studies. Furthermore, in countries
where gender equality is not seen as an important value, it might be more difficult to legitimise trainings to promote gender equality. If the share of female employees among the workforce of an organisation is already low, trainings conducted within this organisation may have a low participation rate
of women and can therefore not result in an increase of women in leadership positions.
The AKKA programme was able to benefit from the Swedish policy context because, in the Swedish
research system, gender equality is generally recognised as an important value. The issue of the underrepresentation of female researchers in leadership positions is well acknowledged by the Swedish
government. The legislative frame in Sweden is supportive towards gender equality and exceeds the
European requirements. For those reasons, the AKKA programme was established and conducted
without obstacles on the policy level. However, since there are already a lot of gender equality interventions in Sweden, the AKKA programme might disappear in the larger picture. Furthermore, support for the programme may be less significant and visible because of system fatigue.
In the WFC’s policy context, the project funding mainly stems from the state of Lower Saxony, the
European Social Fund and the City of Hanover. The project’s financial framework offers a relatively
solid funding base and helps to conduct the trainings. The short-term funding periods of the project
help the team to stay accountable to current political and societal needs, adjusting the topics of the
workshops as needed. Yet, those short-term funding periods are an impediment for the WFC’s employees who continuously have to file applications for further funding. They would also favour permanent employment contracts.
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Organisational Context
Offering a training is an appropriate intervention if an organisation wants to change its culture or
decrease discrimination. However, trainings are not always effective in promoting gender equality
and, when evaluating a training, certain circumstances should be taken into account. By analysing
seven common diversity programmes in private sector firms, Kalev et al. (2006) argued that even
though trainings are widely used (in 39 % of the organisations surveyed), they often have little or even
reverse effects.
The specific effects of trainings depend on possibilities to implement the content from the training in
work practice. For instance, van den Brink and Benschop (2012) suggest that the success of a training
on gender awareness depends on whether it is implemented into recruiting practices. Along with this
goes the result of Kalev et al. (2006) that the effect of training is higher in organisations, which have
clear responsibilities for measures to support diversity, e.g. an affirmative action plan or a diversity
committee.
Certain types of trainings have been identified to be particularly vulnerable to producing reverse effects. Trainings to sensitise leaders for diversity may activate an unconscious cognitive bias against
minority groups (Kidder et al. 2004, Rynes and Rosen 1995). Unconscious stereotypes are difficult to
control rationally (Nelson et al. 1996). The existing literature suggests that such reverse effects of
diversity trainings are more common if they discuss bias against one particular minority group, while
trainings which discuss overall diversity have been assessed as more successful (Kalinoski et al. 2013,
Bezrukova et al. 2012).
In a study at the University of Colorado, participants in training courses reported several success factors for diversity trainings: openness, good atmosphere, networking opportunities, presentation of
workshop contents. Training courses on gender equality can be combined with other gender equality
interventions or evaluations of short-term and long-term effects. In this case, it is suggested for evaluations to consider which effects can be attributed to training courses and which to the interventions
they support (Archie and Laursen 2013).
In the specific case of the AKKA programme, the intervention had a vast support by the university
management as well as among the general staff. Since the departments did not have to carry the costs
of the trainings, they were gladly accepted. However, in the beginning, the courses were only directed
to women, which excluded men from the leadership training and limited the programmes impact.
Also, there was no time compensation for the hours spent in the workshop, which hindered the participants.
Since the WFC uses a network of local, regional and national partners to promote the trainings and
reach the target group, its financial resources are spared. Nevertheless, the communication with the
different partners causes high coordination efforts. In addition, the WFC’s incorporation in hannoverimpuls, a public business development agency in Hanover, helps by providing various kinds of resources. This affiliation gives WFC more legitimacy because it is framed as a business development
programme. Yet it makes them accountable to hannoverimpuls .
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4.7

Funding

In total four intervention formats are part of the intervention type "Funding": Targeting funding practices to
improve women’s access to research funding, "Targeted) funding to improve the integration of gender dimension in research", "Special funding for women researchers" and finally "Targeted funding practices to
encourage research organisations to promote gender equality measures". The first two are covered by an
impact story.
4.7.1

Impact Story (Targeted) funding to improve the integration of gender dimension in research

Impact Story
(Targeted) funding to improve the integration of gender dimension in research
Intervention Definition
Studies have demonstrated that mainstream research, technology development and innovation has been
gender blind for decades (European Commission 2013b, Spanier 1995) which means that gender or sex
were not taken into account and that potential differences between men and women therefore were
not perceived as relevant for the specific research projects. Nevertheless, in many cases sex/gender dimensions are neglected (based on stereotypical assumptions) because subconsciously the white man is
perceived as the norm, however, no sound empirical research is conducted on this issue. Therefore, the
integration of gender in research content is still often missing or implemented superficially; sometimes
due to a lack of understanding of the concept of sex and gender (European Commission 2009, 13-14,
Alpízar et al. 2010, 40, Keuken et al. 2007, 7). This short-coming can be economically, socially and personally harmful as research results are partial and potentially biased, e.g. when medical studies fail to
include female participants or subjects for instance by considering differences between male and female
anatomy, hormones, or socio-cultural life style etc. (Research Council of Norway, 8; Irish Research Council
2016, 12; European Commission 2011, 10).
Implementing gender in research content can therefore be seen as a democratic issue as the results of
research should reflect and benefit the whole population. Recently, it was documented that multiple
research projects from different scientific disciplines successfully delivered better research results and
innovations by integrating sex/gender analysis (European Commission 2013b; Schiebinger 2008;
Schiebinger and Schraudner 2011). Applying sex/gender analysis in research projects "has the potential
to enhance human knowledge and technical systems by opening them to new perspectives, new questions and new missions" (Schiebinger 2008, 4). It therefore contributes to gender-responsible science
and technology which leads to a better quality, innovative and relevant research and consequently to
enhanced excellence (European Commission 2011, 15; 2013a, 33; 2016, 3; Schiebinger and Schraudner
2011). Ideally, gender is addressed in all scientific disciplines in all phases of the research process, from
ideas and hypotheses over project design and research methodology, research implementation to the
dissemination phase (European Commission 2011).
Therefore, research-funding organisations (RFOs) are taking measures to promote the integration of the
gender dimension into research content. One strategy is to establish explicit funding schemes for genderspecific research like the funding program FEMtech Research Projects carried out by the Austrian Research Promotion Agency. Another is to mainstream the inclusion of sex/gender analysis into already
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existing funding programmes (e.g. by including a specific criterion on the gender dimension in the selection procedure or by indicating the relevance of research results with respect to gender issues) like it is
done in the funding program COMET - Competence Centers for Excellent Technologies run by the Austrian Research Promotion Agency. Furthermore, RFOs are offering instructions on how to include gender
in various research contexts (Johnson et al. 2014, 2; FFG and bmvit 2010, 7; GENDER-NET 2015, 6-7, 2930; Keuken et al. 2007, 13).
Intervention Definition Short
In order to promote the integration of the gender dimension into research content, RFOs can provide
funding. One strategy is to establish funding schemes for gender-specific research. Another is to mainstream the inclusion of sex/gender analysis into existing funding programmes (e.g. by including a criterion on the gender dimension in the selection procedure).
Objectives
(5) Integrate the gender dimension in research and teaching
(6) Foster ethics, public engagement, science education, open access and/or governance
(7) Increase R&I outputs and impacts
Output
The short term, immediate outputs of this measure are gender sensitive research projects (Schiebinger
and Schraudner 2011) and their results. In the example of FEMtech, research projects the project results
were measured by analysing project descriptions and identifying different types of results. The most
commonly produced result in this case was the review of a product or service from a gender perspective.
Less common were tutorials, didactic concepts/training concepts or manuals. Furthermore, the scientific
output of this funding program was measured by counting different types of dissemination activities like
presentations, scientific publications, conferences, master theses, seminars etc..
Beside funded projects and their results, also researchers who collaborate on these projects in interdisciplinary teams and thereby are sensitized to the relevance of the gender dimension in their research
and gain gender knowledge (Schiebinger and Schraudner 2011) can be seen as an output. This can be
measured by conducted trainings for researchers and peer reviewers (GENDER-NET 2016, 27-29; Research Council of Norway 2014, 9; Keuken et al. 2007, 8; Johnson et al. 2014, 7) and by counting individuals who gained gender knowledge through trainings in the project or who learned to use gender sensitive participative methods.
Output Short
The short term, immediate outputs of this measure are gender sensitive research projects (Schiebinger
and Schraudner 2011) and their results. In the example of FEMtech research projects the project results
were measured by analysing project descriptions and identifying different types of results (e.g. review of
a product or service from a gender perspective, tutorials, didactic concepts, manuals). Furthermore, the
scientific output of this funding program was measured by counting different types of dissemination activities like presentations, scientific publications, master theses, seminars etc..

EFFORTI

77

EFFORTI - Collection of good practices and lessons learned

Researchers who collaborate on these projects in interdisciplinary teams and thereby are sensitised to
the relevance of the gender dimension in their research and gain gender knowledge (Schiebinger and
Schraudner 2011) can also be seen as output. This can be measured by conducted trainings for researchers and peer reviewers (GENDER-NET 2016, 27-29; Research Council of Norway 2014, 9; Keuken et al.
2007, 8; Johnson et al. 2014, 7) and by counting individuals who gained gender knowledge through trainings in the project or who learned to use gender sensitive participative methods.
Output indicators
5.1.1 Number of publications in peer-reviewed high impact journals
5.1.3 Researchers trained (inc. PhD, post-docs, gender balanced)
5.2.1 Demonstrators of innovative solutions
5.4.2 Number/Percentage of research projects including gender analysis/gender dimensions in the content of research
5.4.3 People/employees feel empowered making research more participatory, creative and inclusive
5.5.1 Explicitly dealing with gender issues in research projects (here the funded projects are relevant)
5.5.3 Training of scientists / engineers
Outcome
With respect to gender equality, raised gender awareness and competence of researchers working on
these projects can be seen as one kind of outcome (Wroblewski 2016, 24). In addition, the EFFORTI case
study "FEMtech Research Projects" shows, that an outcome of the funding program is an increased gender competence of researchers, which is used to write better research proposals in other, funding
schemes. The gained knowledge and competences regarding gender and/or new research methods were
used in teaching, trainings and other research projects. Most interviewees also mention a sensitization
of researchers regarding interdisciplinary and/or participative research through the projects. For the research organisation, the participation in research projects with a gender focus also means a reference
for further gender project applications.
In addition, numerous case studies of gendered innovation projects (European Commission 2013b) have
made evident that gender sensitive research approaches are contributing to increased quality and better
research results. Therefore, it can be assumed that gender equality outcomes and research quality are
very strongly connected (European Commission 2017, 11). According to Schiebinger and Schraudner
(2011, 154 & 158), with respect to research performance, more interdisciplinary research, better quality
and excellent research results are expected outcomes of gender sensitive research.
Other outcomes are the gender sensitive research methodologies and approaches developed and applied throughout the research project, as well as the gender sensitive scientific knowledge and the gender sensitive technological solutions or organisational forms generated, which are used further on. When
analysing online project descriptions of funded projects that integrated the gender dimension, different

EFFORTI

78

EFFORTI - Collection of good practices and lessons learned

forms could be identified on how project results are used further on: e.g. starting points for further research, plan of application of project results in practice, commitment to apply the project results, market
launch of service/product developed, follow-up projects.
Funding programs to improve the integration of gender dimension in research can also have an unintended effect: There is evidence that the number of female project leaders is higher in gender-sensitive
research projects and funding programmes (Wroblewski 2016, 35). If such a project is the first possibility
for a young researcher to lead a project, this can be an important career move.
Outcome Short
With respect to gender equality, raised gender awareness and competence of researchers working on
these projects can be seen as one kind of outcome (Wroblewski 2016, 24). In addition, numerous case
studies of gendered innovation projects (European Commission 2013b) have made evident that gender
sensitive research approaches are contributing to increased quality and better research results. Other
outcomes are the gender sensitive research methodologies and approaches developed and applied
throughout the research project, as well as the gender sensitive scientific knowledge and the gender
sensitive technological solutions or organisational forms generated, which are used further on.
Funding programs to improve the integration of gender dimension in research can also have an unintended effect: There is evidence that the number of female project leaders is higher in gender-sensitive
research projects and funding programmes (Wroblewski 2016, 35).
Outcome indicators
1.1.2 Increase in leadership positions by women who participated in the programme
5.4.2 Existence/absence of knowledge on sex and gender in research field
5.2.1 Awareness on market and end-user needs
5.1.1 New, altered or improved research tools & techniques, models and simulations
5.1.1 New advanced capabilities, methods, systems, infrastructures and technologies
5.5.1 Considering gender aspects in the research design
5.1.1 Number of citations / field-specific citation rates
Impact
There is hardly any research available on the long-term effects of targeted funding programmes to promote the integration of gender dimension in research. These are formulated on a very abstract and general level: the new gender sensitive methodologies, knowledge and technological solutions/innovations
should contribute to enhancement of gender equality in the society as a whole. More gender sensitively
developed products, innovations and technologies should reduce existing gender gaps in health risks,
technology use etc. and thereby contribute to a more equal and fair society (European Commission 2017,
11). However, measuring the effects of targeted funding programmes on this very general impact level
is hardly possible.

EFFORTI

79

EFFORTI - Collection of good practices and lessons learned

Wroblewski (2016, 24) reports three effects of a targeted funding programme promoting the inclusion
of gender in research content: anchoring gender knowledge in (application oriented) research; raising
the awareness of the relevance of gender research and establishing gender competence in RPOs; contribution to higher standards of quality assurance in research.
The case study "FEMtech Research Projects focused on measuring the funding programs contribution to
anchoring gender knowledge in application oriented research. A comparison of the different call-specific
networks of organisations working together in the funded projects showed that the group of beneficiaries increased from call to call - very rarely are similar consortia promoted twice. The inclusion of unfamiliar cooperation partners such as gender experts in research projects within FEMtech research projects
had sometimes also resulted in sustainable und interdisciplinary cooperation (AU_CS2_4). Also, some
interviewees reported that they have to know new promising cooperation partners. Monitoring data also
shows that the funding program becomes more and more attractive for applicants as their number is
growing and competition for funding is increasing. Interviewees claim that the funding program has
started a learning process in the scientific community. Over the years, applications have improved greatly
in terms of quality and deal now intensely with the gender dimension (AU_CS2_03, AU_CS2_04). The
funding program has helped to generate knowledge about how gender can be considered professionally.
The topic now plays a more important role in juries as well (AU_CS2_04). Moreover, FEMtech Research
Projects contributed to the implementation of gender criteria in other funding programs (AU_CS2_01,
AU_CS2_02, AU_CS2_04).
Furthermore, targeted funding for gender sensitive research can also contribute to making research
more responsive to society and its needs or challenges (Schiebinger and Schraudner 2011, 155; European
Commission 2017, 11). It might also lead to new research priorities and forms of public engagement.
However, there is no evidence yet to prove this and to establish empirically grounded causal links.
Impact short
Wroblewski (2016, 24) reports three effects of a targeted funding programme promoting the inclusion
of gender in research content: anchoring gender knowledge in (application oriented) research; raising
the awareness of the relevance of gender research and establishing gender competence in RPOs; contribution to higher standards of quality assurance in research. Funding programs to improve the integration
of gender dimension in research can address a growing community of research organisations and Research and Development (R&D) companies who gain gender knowledge and start dealing intensely with
the gender dimension. In the long run, such funding programs can contribute to the implementation of
gender criteria in other funding programs.
Impact indicators short
5.5.1 explicitly dealing with gender issues in research projects
5.6 More effective promotion of gender equality and the gender dimension in research and innovation
content
5.5.1 Share of RPOs with gender in research content
5.4.2 Share of RFOs promoting gender content in research
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Policy Context
One important context factor for funding programs that aim to improve the integration of gender dimension in research is other national activities regarding this issue (e.g. gender criteria in other funding programs). Is the integration of the gender dimension into research generally promoted or ignored by the
policy on Research, Technological Development and Innovation (RTDI) (Reidl et al. 2017, 77)?
Moreover, the level of inclusion of the gender dimension in teaching/curricula is another important context factor because it indicates if researchers gain any gender knowledge in their education, which they
can build on in their research. This level of inclusion of the gender dimension in teaching can be measured
by the proportion of universities, which offer degrees with a specific module on gender (Verges 2017,
16), gender studies and/or compulsory courses with gender focus in certain areas of study. In addition,
it is relevant whether the science policy of a country considers gender equality and gender mainstreaming as key quality factors to be considered in reviews (Swedish Higher Education Authority 2016, 17) or
not.
Organisational Context
Could not identify organisational context factors
Sources
Alpízar, Lydia, Cindy Clark, Sarah Rosenhek, and Verónica Vidal. 2010. Context and Trends Influencing the
Funding Landscape for Gender Equality and Women's Organisations & Movements.
European Commission. 2009. Monitoring progress towards Gender Equality in the Sixth Framework Programme: Synthesis Report.
European Commission. 2011. Toolkit Gender in EU-funded research.
European Commission. 2013a. Gender Equality Policies in Public Research: Based on a survey among
Members of the Helsinki Group on Gender in Research and Innovation.
European Commission. 2013b. Gendered innovations: How gender analysis contributes to research.
European Commission. 2016. H2020 Programme: Guidance on Gender Equality in Horizon 2020.
European Commission. 2017. Gender equality as a crosscutting issue in Horizon 2020. Interim evaluation.
FFG, and bmvit. 2010. Leitfaden zur Erstellung eines Förderungsansuchens für die Programmlinie "Femtech FTI-Projekte".
GENDER-NET. 2015. Compedium of national initiatives on the integration of the gender dimension in
research contents.
GENDER-NET. 2016. Manuals with guidelines on the integration of sex and gender analysis into research
contents, recommendations for curricula development and indicators.
Irish Research Council. 2016. Irish Research Council policies and practice to promote gender equality and
the integration of gender analysis in research.
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Johnson, Joy, Zena Sharman, Bilkis Vissandjée, and Donna E. Stewart. 2014. Does a Change in Health
Research Funding Policy Related to the Integration of Sex and Gender Have an Impact?. PLOS ONE 9 (6).
Keuken, Debby G., Joke A. Haafkens, and Niek S. Klazinga. 2007. Focus on sex differences in grant applications submitted to the Netherlands Organization for Health Research and Development. International
journal for equity in health 6 (13).
Reidl, S.; Holzinger, F.; Streicher, J.; Beranek, S.; Unger, M.; Hafellner, S. (2017): Deliverable 2.3: Comparative background report. Vienna.
Research Council of Norway. 2014. Gender balance and gender perspectives in research and innovation:
Policy for the Research Council of Norway 2013-2017. Oslo.
Schiebinger, Londa. 2008. Getting more Women into Science and Engineering: Knowledge Issues. Gendered innovations in science and engineering, ed. Londa Schiebinger, 1–21. Stanford, Calif: Stanford University Press.
Schiebinger, Londa. Ed. 2008. Gendered innovations in science and engineering. Stanford, Calif: Stanford
University Press.
Schiebinger, Londa and Martina Schraudner. 2011. Interdisciplinary Approaches to Achieving Gendered
Innovations in Science, Medicine, and Engineering. Interdisciplinary Science Reviews 36 (2): 154–167.
Spanier, Bonnie B. 1995. Im/partial science: Gender ideology in molecular biology. Bloomington, Indianapolis. Indiana University Press.
Wroblewski, Angela. 2016. Gender in Forschungsinhalten: Review der FEMtech Forschungsprojekte
2008-2014. Technical Report. Accessed November 22, 2018. http://www.femtech.at/content/genderforschungsinhalten-review-der-femtech-forschungsprojekte-2008-bis-2014
4.7.2

Impact Story Targeted funding practices to improve women's access to research funding

Impact Story
Targeting funding practices to improve women’s access to research funding
Intervention definition
Women are less successful in acquiring research resources from public or private funders (European
Commission 2015). After years of intensive discussions, current research sees the main reasons for this
less in gender-biased grant review processes and more in the characteristics of the research system itself:
its immanent gender stereotypes, concurrence of the critical years in a research career with those in
family-planning, and female underrepresentation at higher academic and non-tenured positions (Ceci
and Williams 2011; Ranga et al. 2012; Brooks et al. 2014; Bornmann et al. 2007; Wennerås and Wold
1997).
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The intervention "Targeting funding practices to improve women’s access to research funding" aims at
the levelling of this disadvantage with two possible approaches. First, funding instruments (e.g. scholarships, travel grants, support for career and life transitions, and subsidies for childcare) can be directly
addressed towards women researchers (European Commission 2008, 31). Second, gender-mainstreaming practices can be integrated into fund allocation of research financing organisations. Regarding funding instruments, the measure requires to define a funding target (e.g. an increase in women grant applications, promotion of women grant-writing capacities), a target group, process of fund allocation, and
monitoring of the use of funds. Regarding gender mainstreaming of funding, the measure comprises the
revision of current funding procedures to grant women researchers the same chance for access and probability of success. This requires an analysis of current funding procedures, reformulation of the procedures, and monitoring of the new procedure’s effects on gender equality.
The case of the programme "Younger women Devoted to a University career" (YDUN) in Denmark illustrates this intervention very clearly. The aim of YDUN was to increase the number of women in research
leadership, and thereby the number of female role models, which is expected also to result in more
women in research in general. To achieve these aims, the Danish Independent Research Council (DFF)
allocated 110 mil. DKK to the programme in 2013-2014. Although, the programme was open to both men
and women, in cases of candidates with equal qualifications, women would be favoured.
Intervention Definition Short
The intervention "Targeting funding practices to improve women’s access to research funding" aims to
support women in the process of acquiring research resources from public or private funders. To achieve
those aims two approaches are pursued. Firstly, funding instruments will be used and secondly gendermainstreaming practices will be integrated into fund allocation of research financing organisations.
Objectives
(1) Increase the number of women in R&I positions
(3) Boost professional capabilities of women to pursue promotion
Output
Funding instruments and gender mainstreaming of funding processes can be conducted separately from
each other or can both be integrated into an overall strategy.
Immediate technical results of targeted funding instruments for women are the implementation of a
funding instrument to explicitly promote female researchers (or non-tenured and junior researchers who
are mostly women). Possible indicators for this output are the existence of grants for early career development (e.g. for grant writing for non-tenured researchers) or grants reserved to women researchers
(European Commission 2008).
The output of gender mainstreaming of funding is the revision of current funding procedures to avoid
gender bias. Indicators are adaptions in the guidelines of funding processes. Those adaptations may comprise measures regarding the allocation and usage of the funds, e.g. consideration of lacking scientific
experience/publications of junior researchers, project extensions due to parental leave, or integration of
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measures like gender bias trainings for reviewers, blind peer review or gender-balanced review boards
(Ranga et al. 2012).
In the case of the YDUN programme the outcome was the establishment that female applicants would
be favoured if candidates had equal qualifications.
Output Short
The central output of this intervention is the allocation of funds to women researchers and the revision
of the current funding procedures. This will lead to an improved resource access for women and the
avoidance of gender bias as well as to overcome the obstructive characteristics of the research system.
Output indicators
3.2.1 Availability of research grants
3.4.1 Grants for early career development
3.4.1 Support for career and life transitions (e.g. for returners)
3.4.1 Grants fieldwork, conferences, professional development
3.4.1 Offer of grants (reserved for women researchers)
Outcome
The direct social effects of targeted funding instruments are less tangible at lower hierarchy levels and
can be seen in encouraging the movement of women upwards on the career ladder (European Commission 2008, 32). Current research gives anecdotal evidence that small grants that encourage on- or offcampus collaborations lead to an increase in presentations, publications and successful applications for
external funding (Laursen et al. 2015, 45). Grants that support career and life transitions (e.g. funds for
research travel, equipment, family care or conferences) were also assumed to have an effect on research
productivity and on the recipient’s feelings of being valued. Symbolic awards were ascribed a potential
to raise awareness of women’s contributions and to support bridge building with influential senior
women (Laursen et al. 2015, 46).
In contrast, gender mainstreaming of funding aims at increasing the probability of female success in funding processes by setting up rules against gender bias in the review process or by trying to increase the
number of women grant applications. It can be assumed that success in the procurement of third-party
funds is an experience in self-efficacy that directly strengthens the self-confidence of women as potential
leaders and as members of the research profession. In the same way, the career opportunities of women
also improve directly by the gathering of experience as a principal investigator or project coordinator.
Targeted funding instruments as well as gender mainstreaming of funding can be mixed to cushion the
phase of uncertainty after PhD, when a significant share of women researchers decides for a child (‘leaky
pipeline’). Those instruments include short-term financial support in grant writing or consideration of a
researcher‘s ‘scientific age’ in terms of scientific experience (publications, projects) and in contrast to his
or her real age.
For example in the case of the YDUN programme, analyses show that YDUN did encourage women researchers to apply for DFF grants as an increase in the share of female applicants was observed for the
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YDUN programme (Damvad Analytics 2015). Furthermore, interviews with grant recipients indicate that
the scheme succeeded in boosting the academic career as well as the research activities of the grant
receivers.
Outcome Short
"Targeting funding practices to improve women’s access to research funding" aims to increase female
success in acquiring research resources by tackling gender bias in review processes as well as encouraging
women to apply for grants and thereby improving their career opportunities.
Outcome indicators
2.1.1 Perception of influence of career break on career progress
2.1.1 Ability to balance work and life
2.1.1 Flexibility of third-party-funded projects regarding parental leave and other life events
2.3.2 Change in motivation to invest more effort in scientific career
3.4.1 Proportion of women receiving a grant
3.4.1 Average size of grant distributed by gender
3.4.1 Reasons for potential applicants not to apply/to apply for funding
3.4.1 Distribution of project funds among men and women
3.4.1 Share of men and women among applicants for funding
3.4.1 Share of men and women among successful applicants for funding
Impact
In the long run, it is expected that the intervention will motivate more women than previously to apply
for subsequent research projects (with no gender preferences) in the future, including both researchers
who receive a grant and those who do not (i.e. rejected applicants) (Damvad Analytics 2015). In the case
of the YDUN programme, the intervention had the consequence that more women re-applied for grants
(Damvad Analytics 2015). Furthermore, the mentioned outcomes of targeted funding and gender mainstreaming in funding are intended to increase female work capacity, e.g. in terms of productivity, networking, self-esteem and publication outcomes (Nielsen et al. 2017). The assumption is, that this consequently results in a higher number of women researchers among the faculty, especially in higher positions, and higher job satisfaction of women researchers due to better and fairer perceived career
chances.
Moreover, the debate that followed the YDUN intervention was decisive for the Danish universities development of gender equality strategies and action plan.
Empowerment schemes may successfully support the careers of those specific individual researchers
who are awarded grants. However, their significant contribution to achieving the intended impact of a
considerable more balanced gender composition in the overall research landscape in the long run is
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doubtful. Again, the YDUN programme serves as an illustrative example, since evaluations of the programme show that the intervention have made a great difference for the individual grant receivers. Nevertheless, the long-term impact of the intervention is more difficult to establish at this point in time.
Impact short
The expected impact is that more women will be motivated to apply for subsequent research project
(with no gender preferences) in the future. Moreover, the intervention might ultimately result in increased numbers of female research leaders, increased publications and better quality of research.
Impact indicators short
1.1.1 Relative probability between the ability of men and women to reach a top position
1.1.1 Success rates of men and women applicants to positions, horizontal/vertical segregation in positions
2.2.2 Level of funding
2.2.2 Satisfaction with career
3.1.1 Visibility of women at the research organisation or at national level
3.1.1 Share of projects directed by women
3.4.1 Perceived general gender egalitarianism of funding processes
5.2.1 Percentage of women that are first authors of research papers
5.2.1 Share of women‘s patents
Policy Context
Targeted funding instruments are problematic regarding their scope of impact. To reach a broad target
group, they need a relevant amount of resources or alternatively focus on the creation of prestigious and
highly visible ‘lighthouses’.
As current research sees gender bias less in grant peer review processes and more in the research system
itself (Ceci and Williams 2011), measures appear to be more effective if they address the research organisations’ review boards, directly trying to increase the number of women grant applicants and the quality
of the applications.
The policy context is especially important for this intervention, as there can be legislative barriers hindering the intervention in the first place. In some countries, for example, Denmark or Austria, preferential
funding allocation based on gender is illegal (Danish Act on Gender Equality 2012). In that case, the establishment of such funding schemes require a law dispensation, i.e. an exemption from the legal requirements.
Beside the legal aspect, the cultural aspect is also of importance. Thereby, it is not only a matter of legality, but also, whether preferential funding allocations are accepted within a specific cultural (academic)
environment. The expectation is that interventions are more inclined to be subject to discussion and
resistance in countries denying gender discrimination, e.g. Denmark opposed to for example a country
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like Sweden. The common perception in Denmark is that discrimination based on gender is not present,
since there are laws ensuring equal treatment. Structural biases in the labour market including in academia are therefore often neglected.
Furthermore, regarding the overall context, there must be political will and support and a consensus
among the policy makers as to the initiation and implementation of these kind of affirmative actions.
Organisational Context
As targeted funding instruments mean positive discrimination of women researchers, rejection of excluded colleagues or fears of stigmatisation of the target group are possible (van den Brink and Stobbe
2014). This can be countered by the critical reflection of these effects during the phase of policy design,
the formulation of sex-neutral eligibility criteria that address special problems of women researchers
without excluding men (e.g., by addressing non-tenured researchers or parental leavers) and by ensuring
the explicit support of senior research staff (van den Brink and Stobbe 2014).
The YDUN scheme shows that this strategy can work. The recognition of female grant recipients among
colleagues was great because the competition was fierce and only approximately 3 percent of the applications received funding.
The impact of gender mainstreaming of funding has to be constantly monitored for its effectiveness,
otherwise the possibility persists that the conducted revisions were only superficial and only serve legitimacy, veiling lasting practices of discrimination (van den Brink et al. 2010).
Furthermore, preferential funding allocation may have different consequences for the grant takers in a
research organisation. For instance, research reveals that applicants refer to unusually high levels of
pressure from superiors to apply, creating an even more fierce competition between colleagues (Damvad
Analytics 2015). Moreover, according to the literature, successful grant recipients may later experience
an adverse "Mathew effect", i.e. a claims on their time and skills from many sides, as high-ranking members of a minority group, which makes it hard to sustain high research activity levels in the longer run
(European Commission 2009).
Following the typology introduced by Benschop and Verloo (2012), Benschop, and van den Brink (2014),
preferential funding allocation may be categorised as a ‘radical’ gender equality initiative. Being radical
implies that its implementation into a very gender unequal organisation or institution, which, in a sense,
is not prepared to accept and recognise the necessity of a radical intervention, may result in counteroptimal effects, incl. strong resistance and backlash (Benschop and van den Brink 2014).
Sources
Benschop, Yvonne and van den Brink, Marieke. 2014. Power and Resistance in Gender Equality Strategies: Comparing Quotas and Small Wins in: Kumra, Savitha et al. (eds.) Oxford Handbook on Gender in
Organizations. Oxford, UK: Oxford University Press.
Benschop, Yvonne and Verloo, Mieke. 2012. Gender Change, Organizational Change, and Gender Equality
Strategy in: Martin Yancey, Patricia et al. (eds.) Handbook of Gender, Work and Organization. Hoboken,
US: John Wiley & Sons.
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Bornmann, Lutz, Rüdiger Mutz, and Hans-Dieter Daniel. 2007. Gender differences in grant peer review:
A meta-analysis. Journal of Infometrics 1 (3): 226–38.
Brooks, Alison Wood, Laura Huang, Sarah Wood Kearney, and Fiona E. Murray. 2014. Investors Prefer
Entrepreneurial Ventures Pitched by Attractive Men. Proceedings of the National Academy of Sciences
of the United States of America 111 (12): 4427–31.
Bundesministerium für Digitalisierung und Wirtschaftsstandort. 2018. w-fFORTE - Laura Bassi Centres of
Expertise. Accessed November 21, 2018. https://www.bmdw.gv.at/Innovation/Foerderungen/Seiten/wfForte.aspx
Ceci, Stephen J., and Wendy M. Williams. 2011. Understanding current causes of women's underrepresentation in science. Proceedings of the National Academy of Sciences 108 (8): 3157–62.
Damvad Analytics. 2015. Undersøgelse af YDUN-programmets kortsigtede effekter og betydning (transl.:
Evaluation of the YDUN programme’s short-term effects and significance). Accessed November 21, 2018.
https://ufm.dk/publikationer/2015/filer/ydun_undersoegelse.pdf
Danish Act on Gender Equality. 2012.
European Commission. 2008. Benchmarking policy measures for gender equality in science. Accessed
October 23, 2017. https://ec.europa.eu/research/swafs/pdf/pub_gender_equality/benchmarking-policy-measures_en.pdf
European Commission. 2009. The Gender Challenge in Research Funding. Assessing the European National Scenes. Accessed November 21, 2018. https://ec.europa.eu/research/swafs/pdf/pub_gender_equality/gender-challenge-in-research-funding_en.pdf
European Commission. 2015. She Figures 2015: Gender in Research and Innovation. Accessed February
17, 2017. https://ec.europa.eu/research/swafs/pdf/pub_gender_equality/she_figures_2015-final.pdf
Laursen, Sandra L., Ann E. Austin, Melissa Soto, and Dalinda Martinez. 2015. Strategic Institutional
Change to Support Advancement of Women Scientists in the Academy. In Women in the geosciences:
Practical, positive practices toward parity, edited by Mary A. Holmes, Suzanne O'Connell, Kuheli Dutt,
and Ann E. Austin. Special Publications 70. Washington, District of Columbia, Hoboken, New Jersey:
American Geophysical Union; Wiley.
Nielsen, Mathias Wullum, Sharla Alegria, Love Borjeson, Henry Etzkowitz, Holly J. Falk-Krzesinski, Aparna
Joshi, Erin Leahey, Laurel Smith-Doerr, Anita Williams Woolley, and Londa Schiebinger. 2017. Opinion:
Gender Diversity Leads to Better Science. Proceedings of the National Academy of Sciences of the United
States of America 114 (8): 1740–42.
Österreichische Forschungsförderungsgesellschaft. 2018. Laura Bassi Centres of Expertise. Accessed November 21, 2018. https://www.ffg.at/programme/laura-bassi-centres-expertise
Ranga, Marina, Namrata Gupta, and Henry Etzkowitz. 2012. "Gender Effects in Research Funding: A review of the scientific discussion on the gender-specific aspects of the evaluation of funding proposals and
the awarding of funding." Unpublished manuscript, last modified May 19, 2017. Accessed November 22,
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van den Brink, Marieke, Yvonne Benschop, and Willy Jansen. 2010. Transparency in Academic Recruitment: a Problematic Tool for Gender Equality? Organization Studies 31 (11): 1459–83.
van den Brink, Marieke, and Lineke Stobbe. 2014. The support paradox: Overcoming dilemmas in gender
equality programs. Scandinavian Journal of Management 30 (2): 163–74.
Wennerås, Christine, and Agnes Wold. 1997. Nepotism and sexism in peer-review. Nature (387): 341–43.
W-fFORTE. 2018. w-fFORTE - Innovative Frauen in Wirtschaft und Technologie. Accessed November 21,
2018. http://www.w-fforte.at/w-fforte/w-fforte/w-fforte.html

4.8

Research

The intervention type "Research" involves two intervention types: "Gender user involvement" and "Inclusion
and monitoring the integration of the gender dimension and impact". The first one is covered by an impact
story.
4.8.1

Impact Story Gendered under involvement in development of products

Impact Story
Gendered user involvement in development of products
Intervention Definition
Technologies are often developed based on "I Methodology". This can lead to non-target-group-adequate products. "I Methodology" describes a development process in which (mostly male) researchers
and designers see themselves as a typical user and develop products based on their needs (see Akrich
1995; Oudshroon et al. 2004). This can be problematic because (male) researchers have a special "insider
relationship" with technology, because they are technology experts. That makes their worldview different from that of other male and female users of their product.
The gender equality intervention "gendered user involvement" describes an approach in the development of new products that focuses on usability for women and men (and other diversity dimensions like
e.g. age, education or geographical location). This will be achieved by involving (future) female and male
users of a product in the development process (see Schraudner et al. 2013) and identify their needs and
requirements for the product. Ideally, relevant dimensions of diversity should be identified at the beginning of the development process. These dimensions should subsequently be taken into account in sample
formation in all user surveys and usability tests. At the beginning of the development process, demand
and acceptance analyses should be carried out with potential users and requirement profiles for the
technology should be identified. The results of these analyses should be considered in the development
process. Different users should test the developed prototype (Reidl 2016).
Intervention Definition Short
The intervention "gendered user involvement" describes an approach in the development of products
that focuses on usability for women and men (and other diversity dimensions). This will be achieved by
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involving potential female and male users of a product in the development process (see Schraudner et
al. 2013) and identify their needs and requirements for the product.
Objectives
(5) Integrate the gender dimension in research and teaching
(6) Foster ethics, public engagement, science education, open access and/or governance
(7) Increase R&I outputs and impacts
Output
The measure’s short-term output consists in information gained from gendered needs assessments, usability tests, participatory co-designing etc. (see Nedopil et al. 2013; Rommes 2014). If the information
was already used to develop a gender sensitive prototype, this prototype is also seen as an output of the
initiative. In addition, methodological knowledge about how development processes can be made gender-sensitive, which was gained in the context of the development process, is an output of the measure.
Indicators for this output are whether needs assessments and usability tests have been conducted and
recommendations for the technology development process have been formulated. In the example of
FEMtech Research Projects, this was measured by identifying different types of results of funded projects
like guidelines for research, guidelines for practice, reviewed products/services from a gender perspective, developed products/services etc.
Output Short
The measure’s short-term output consists in information gained from gendered needs assessments, usability tests, participatory co-designing etc. (see Nedopil et al. 2013; Rommes 2014). If the information
was already used to develop a gender sensitive prototype, this prototype is also seen as an output of the
initiative. In addition, methodological knowledge about how development processes can be made gender-sensitive, which was gained in the context of the development process, is an output of the measure.
Output indicators
5.1.1 New, altered or improved research tools & techniques, models and simulations
5.2.1 demonstrators of innovative solutions
5.2.1 new context-adapted solutions
5.5.3 Conducting the research (data collection, data analysis)
Outcome
The measure’s middle-term outcome is products that meet the different needs of various user groups.
Considering diversity dimensions can lead to an extension of the target group of a product and thus to
an increase in market opportunities (Schraudner and Lukoschat 2006) and an increase in sales figures
(for example due to customer satisfaction and recommendations). In addition, an early involvement of
users in development processes may limit the risk of development mistakes by taking into account user
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needs right from the beginning of the development process and thus reduce possible development costs
(Bevan 2005, 3).
Policy designers of a funding programme for considering gender dimension in technology development
projects expect competitive advantages and a higher innovation potential as the outcome of the funded
projects. Outcome in the case study was measured by the indicator "Type of further use of results". With
this indicator, funded projects were identified whose results are used in further research or that led to
subsequent projects. One interview showed that one follow up project already led to the market launch
of a product.
Outcome Short
The measure’s middle-term outcome consists in products that meet the different needs of various user
groups. These products can lead to an extension of the target group, an increase in market opportunities
(Schraudner and Lukoschat 2006) and an increase in sales figures. Gendered user involvement in the
development of products is expected to lead to competitive advantages and a higher innovation potential.
Outcome indicators
5.2.1 new products, processes and methods launched into the market
5.2.1 turnover from innovation; sales of new to market and new to firm innovations
5.2.2 improved market uptake and replication of tested technologies
5.2.2 improved cost-effectiveness and sustainability of solutions
5.2.2 improved time-to-market
5.3.1 turnover of company
5.4.2 competitive advantage through increased usability of products
Impact
Taking into account different diversity dimensions of potential users when developing technological
products, creates an added value since research and development is aligned with the demands of society
and thus excellence and quality of the results is promoted (see genSET 2010; Von Schomberg 2013; Kristensson et al. 2004; Lüthje 2003; Rauterberg 2003). When gendered user involvement is practiced by
many companies of an economy, this might also have positive economic effects at the national level
(hypothesis) because national products are becoming more internationally competitive and are in demand by a larger target group.
Impact short
Taking into account different diversity dimensions of potential users when developing technological
products, creates an added value since research and development is aligned with the demands of society
and thus excellence and quality of the results is promoted (see genSET 2010; Von Schomberg 2013; Kristensson et al. 2004; Lüthje 2003; Rauterberg 2003). When gendered user involvement is practiced by
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many companies of an economy, this might also have positive economic effects at the national level
(hypothesis). Unfortunately, the case study FEMtech Research Projects cannot contribute evidence on
the level of impact.
Impact indicators short
5.1.4 Reputation and excellence of Europe in technological research
5.2.1 better innovation capability of EU firms
5.3.1 EU technological leadership & strengthened competitive position of European industry
5.3.4 enhanced innovation capability and competitiveness of European enterprises in global market
5.3.4 improved performance of existing businesses
Policy Context
National research and innovation policies can foster the gendered user involvement in development of
products by funding research and development research projects that consider the gender dimension.
Such funding programmes contribute to the emergence of gender knowledge in a wide variety of disciplines, highlight the relevance of gender in product development and raise awareness regarding the gender dimension among researchers end developers. The size of such funding programmes determines
their effect. The more projects that can be funded, the more knowledge is created. The more invested in
the dissemination of results, the more visible they become to other actors. If there are no national activities to support the integration of gender dimension in research, gender criteria in European research
funding programmes can be an incentive to deal with the issue (EC 2016).
Organisational Context
At the organisational level, the existence of social science- and gender-knowledge is central for the highquality implementation of a gender-sensitive development process.
Sources
Akrich, Madeleine. 1995. User Representations: Practices, Methods and Sociology. In: Rip, A.; Misa, T.J.;
Schot, J. (Eds.). Managing Technology in Society. The Approach of Constructive Technology Assessment
London, New York.
Bevan, Nigel 2005. Cost benefits evidence and case studies. Accessed November 21, 2018.
http://www.usabilitynet.org/papers/Cost_benefits_evidence.pdf
EC (2016): H2020 Programme. Guidance on Gender Equality in Horizon 2020.
Erharter, Dorothea; Xharo, Elka. 2014. Gendability – Gender und Diversity bewirken innovative Produkte.
In: Marsden, Nicola; Kempf, Ute (Eds.). Gender – UseIT. HCI, Usability und UX unter Gendergesichtspunkten. Heilbronn, Bielefeld: De Gruyter Oldenbourg, 127-142.
genSET. 2010. Recommendations for Action on the Gender Dimension in Science genSET consensus report. Accessed January 14, 2015. http://www.genderinscience.org/index.php/consensus-seminars/recommendations-report
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Schraudner, Martina; Lukoschat, Helga. Ed. 2006. Gender als Innovationspotential in Forschung und Entwicklung München. In: Leicht-Scholten, C. Ed. Gender and Science. Perspektiven in den Natur- und Ingenieurwissenschaften. Transcript Verlag, Bielefeld.
Schraudner, Martina; Seewald, Beate; Trübswetter, Angelika; Luge, Martin K.; Kimpel, Kora; Mizera-Ben
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4.9

Knowledge

The intervention type "Knowledge" is reflected by five different intervention formats: Dissemination of information material; revision of curricula and texts; introduction of single-sex degree and specialisation
courses, Provision of gender and women studies or modules; and integrating the gender dimension in tertiary
education. The intervention formats "Dissemination of information material" and "Integrating the gender
dimension in tertiary education" are covered by an impact story.
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4.9.1

Impact Story Dissemination of information material

Impact Story
Dissemination of information material
Intervention Definition
Negative gender stereotypes still reinforce the underrepresentation of women in male-dominated fields,
like the fields of Science, Technology, Engineering and Mathematics (STEM). For example, women are
perceived as less credible in the high-tech start-up world and female founders of innovative start-ups in
Germany made up only 14.6% in 2017. Those stereotypes are apparent in societal cultures as well as
certain policies, like the allocation of research grants (Watson and Hjorth 2015). Interest groups may
address policies which are influenced by gender stereotypes by providing expert information to political
decision-makers in order to achieve policy changes (Wehrmann 2007). Furthermore, support for gender
equality from a broader segment of the population may be mobilised by generating a public discourse
which favours gender equality and equal representation (Lang 2009).
The intervention "Dissemination of information material" can encompass various activities. Firstly, the
data on the current level of gender equality in the specific field needs to be collected and strategically
formulated as policy recommendations. The gathered information is then disseminated either through
direct contacts with decision-makers or through the media. Filing a petition or participating in institutionalised hearings for interest groups are also possibilities to advocate for policy change (Wehrmann
2007). Moreover, organising or participating in events can raise awareness for gender equality (Jutbring
2016). Since framing is pivotal for successful advocacy it should be considered to link the issues with a
larger movement and to build coalitions with other interest groups which support this movement (Chopra et al. 2014). The internet is a low-cost option to establish a network with other interest groups as
well as to generate public attention (Seibicke 2017). Once the policy has been successfully changed, the
implementation needs to be observed (Klugman 2011).
For example, in order to promote women entrepreneurs in STEM fields, Women Founders Consult (WFC)
in Germany conducts a research study on the challenges and barriers for women to become entrepreneurs in this area. WFC will summarise the results of the study as policy recommendations. Since the
organisation already included political decision-makers in the conception of the research design, those
stakeholders will also be consulted as direct contacts to disseminate the policy recommendations. Furthermore, WFC has established networks with several other interest groups on the local, regional and
national level. WFC is integrated into hannoverimpuls, a public business development agency in Hanover.
Therefore, the promotion of women entrepreneurs is framed as an economic development as well as a
gender equality issue.
Intervention Definition Short
The intervention "Dissemination of information material" aims at advocating for policy change in the
identified problem area, i.e. gender equality. After the specific information is collected to formulate
matching policy recommendations for the problem, those recommendations will be disseminated in order to put them into public and policy agendas (Klugman 2011).
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Objectives
(6) Foster ethics, positive gender attitudes, public engagement, science education, open access and/or
governance
Output
Short-term outputs of "Dissemination of information material" are the aggregated data and information
on the issue as well as the identification of possible solutions (Klugman 2011). Indicators for this output
are whether research studies have been conducted and policy recommendations have been formulated.
In the example of the promotion of women entrepreneurs in STEM fields by WFC, the equivalent is the
completed research study on challenges and barriers for women STEM entrepreneurs in the German
state of Lower Saxony as well as according policy recommendations, which promote innovative start-ups
in Lower Saxony founded, by women.
The produced and communicated information material is measured either by the number of personal
conversations, letters or phone calls with decision-makers (Wehrmann 2007) or by the number of press
releases as well as online and offline publications on the issue (Seibicke 2017), depending on whether
the advocacy’s target group is political decision-makers or the general public. WFC, for example, wants
to deliver the information of its research study to political decision-makers.
A broader network of like-minded interest groups is also an output of disseminating information. This is
assessed by an increased number of members in an already existing network or by the number of new
networks of which the organisation is now a part (Klugman 2011).
Output Short
Immediate outputs of "Dissemination of information material" are the collected information on the respective issue and the identification of possible solutions for it (Klugman 2011). The information which
has been delivered is the key output (Wehrmann 2007). Integrating the organisation into growing networks is a short-term result as well (Klugman 2011).
Output indicators
5.5.3 Conducting the research (data collection, data analysis)
5.5.3 Communicating and disseminating the results of the project
Outcome
When advocacy is successful, decision-makers will give legitimacy and higher priority to the respective
issue, i.e. gender equality (Jutbring 2016) and there will be more institutional acknowledgement and
support for the target group (Prakash and Gugerty 2012). Institutional support is assessed by a more
equal distribution of resources (Klugman 2011) for example in the allocation of public grants (Prakash
and Gugerty 2012). In Lower Saxony, WFC tries to achieve an equal distribution of financial support by
eliminating the institutional bias of investors against female entrepreneurs. Its goal is to increase the
probability of new business launches and the sustainability of businesses founded by female entrepreneurs.
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A middle-term effect of the "Dissemination of information material" is triggering a policy change towards
the desired direction (Chopra et al. 2014). Even if the predefined policy result is not reached, exceptions
to the general legislation are a partial success of the advocacy efforts (Junk and Rasmussen 2018). Furthermore, a positive policy outcome might also be preserving the status quo when an existing policy
which supports the interest group’s claim has been under threat (Klugman 2011). To what extent the
policy recommendation has been adopted is evaluated by a comparison with the actual legislative text.
WFC wants to influence the programmes by the State Ministry of Economy in Lower Saxony, which support start-ups towards being more responsive to the needs of female entrepreneurs in STEM fields.
Moreover, through advocacy, public support for the target group is solicited (Lang 2009). Public support
is indicated by the increase of media publications which portray the target group positively and endorse
the policy recommendations (Klugman 2011). Due to the broad frame of WFC’s programme, support by
both, advocates of economic development as well as advocates of gender equality can be expected.
Outcome Short
An expected effect of the "Dissemination of information material" on the target group is an intensified
institutional and public support for its members (Jutbring 2016). The overarching middle-term effect is a
policy change or strengthening of policy towards the desired direction (Chopra et al. 2014).
Outcome indicators
1.1.1 Percentage of Member State funding programmes explicitly including gender requirements
3.4.1 Proportion of women receiving a grant
4.1.1 Enacting of policy change
5.5.3 Media Coverage
Impact
Beyond a successful policy change, the "Dissemination of information material" can contribute to a
change in public norms and therefore target groups might experience a decline of discrimination and
stigmatisation (Klugman 2011). The dismantling of prejudices against female entrepreneurs can open the
regional start-up ecosystem for female founders. The increase in the number of start-ups which are successfully founded by women is therefore an indicator for a change in public norms. Moreover, a sustainable alteration of male-centred attitudes and a male-dominated culture is assessed by whether the respective issue, i.e. gender equality, stays on the agenda of decision-makers (European Institute for Gender Equality 2015).
Through ongoing experiences with advocacy, the organisational capacity of the interest group can be
enhanced. This includes whether the organisation is capable of raising more funds as well as achieving
more goals with those funds. Furthermore, the organisation’s capacity to learn from successes or failures
can be improved. This is indicated by whether strategies have been altered after their goals were
achieved or not (Klugman 2011). Another effect on the organisation’s capability is the establishment of
international networks which can be operationalised to put pressure on a government to further comply
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with the interest group’s demands (Prakash and Gugerty 2012). A group’s linkage to international organisations indicates its international network.
Impact short
In the long term, a change in public norms increases the success of target group members in the respective areas. This results in a positive change in the target group’s professional climate towards a supportive
environment. On an organisational level advocacy can have an impact on the interest group’s financial
and networking capacity as well as on its capability to learn from past advocacy efforts (Klugman 2011).
Impact indicators short
1.1.1 Share of female heads of research performance organisations
4.1.1 Acceptance of cultural change
4.1.1 Sustainability of gender equality initiatives
5.1.1 Share of women founding a company
5.2.2 Improved cost effectiveness and sustainability of solutions
Policy Context
An interest group most easily directs a policy change towards the desired outcome when it influences a
legislative draft during the first phase of its development. The access to political decision-makers is crucial
because a base of mutual respect and trust can make sure that the information is considered by the
decision-makers (Wehrmann 2007). In the example of WFC, the conducted research study already included political stakeholders in its conceptualisation. Therefore, the organisation established good contacts with political stakeholders.
Depending on the issue, advocacy takes place in different policy markets which vary in entry barriers as
well as levels of competition or collaboration (Prakash and Gugerty 2012). Especially interest groups
which advocate for gender equality are confronted with intersectionally complex policy fields (Seibicke
2017).
Even after a policy change towards the favoured direction has been reached, the observation of the implementation process is essential because the passed legislation might not be put into action or could be
overturned (Klugman 2011).
Oftentimes, the success of the "Dissemination of information material" is owed to a window of opportunity (Prakash and Gugerty 2012). Since political contexts and political decision-makers change frequently, the strategies of interest groups have to be continuously reassessed (Klugman 2011). Furthermore, those strategies have to be modified depending on whether the policy decisions are made on the
regional, national, European or global level (Wehrmann 2007). Institutions of the European Union for
example, prefer institutionally well organised communication and consultation (Seibicke 2017).
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Organisational Context
Interest groups have to react swiftly to the changing policy framework. Moreover, successful advocacy is
mostly not rooted on a linear process but needs multiple strategies. Although disseminating the information through gate-keepers to the acting government can be rewarding, engaging more critically with
current decision-makers can also be a good strategy (Chopra et al. 2014). This is for example the case
when large parts of the public can be mobilised through protest (Lang 2009).
When different strategies are considered, the existing resources of the interest group need to be taken
into account. Especially organisations which advocate for gender equality might have fewer resources
(Seibicke 2017). If the transaction costs for a desired goal are too high for the advocacy group, the costs
for a single group can be reduced by forming networks with like-minded organisations (Prakash and
Gugerty 2012). Although the resources as well as the combined influence of the network increase with
the number of organisations, it also intensifies the communication costs in formulating a collective frame
for the respective issue. The framing is especially important because a given frame can dominate the
public discourse as well as the arguments of the opposing camp, which can influence the success of the
advocacy initiative (Junk and Rasmussen 2018).
WFC also experiences the importance of resources. Its funding is limited in time and therefore some of
its employees might leave for more secure working situations. Furthermore, the planning of long-term
activities is difficult with short-term funding. WFC cooperates with the start-up centre at Leibniz University and thus they can use public resources and thereby lower their transaction costs. Furthermore, it is
integrated in hannoverimpuls through which it gains additional resources. This integration also frames
the programme as an economic development as well as a gender equality issue, which can improve its
impact.
When interest groups organise or participate in events to raise awareness of an issue, it is advisable to
concentrate on regularly reoccurring events because those achieve a wider reach of the message. Furthermore, international mega-events might not be as suitable since they are harder to access for advocacy groups. Therefore, national or local events should be preferred (Jutbring 2016).
Sources
Chopra, Deepta, Patience Ekeoba, Zahrah Nesbitt-Ahmed, Rachel Moussié, and Mona Sherpa. 2014. Policy advocacy for women's unpaid care work: comparing approaches and strategies in Nepal and Nigeria.
Gender & Development 22 (3): 475–94.
European Institute for Gender Equality. 2015. Study on good practices: Women in power and decisionmaking. Political tools and advocacy on gender balance.
Junk, Wiebke Marie, and Anne Rasmussen. 2018. Framing by the Flock: Collective Issue Definition and
Advocacy Success. Comparative Political Studies 00 (0): 1–31.
Jutbring, Henrik. 2016. Festivals framed as unequal: piggybacking events to advance gender equality.
Annals of Leisure Research 19 (4): 519–37.
Klugman, Barbara. 2011. Effective social justice advocacy: a theory-of-change framework for assessing
progress. Reproductive Health Matters 19 (38): 146–62.
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Prakash, Aseem, and Mary Kay Gugerty. 2012. Advocacy organizations and collective action: an introduction. In Advocacy Organizations and Collective Action, edited by Aseem Prakash and Mary K. Gugerty, 1–
28. Cambridge: Cambridge University Press.
Seibicke, Helena. 2017. Campaigning for Gender Equality Through Social Media: The European Women's
Lobby. In Social Media and European Politics: Rethinking Power and Legitimacy in the Digital Era, edited
by Mauro Barisione and Asimina Michailidou, 123–42. London: Palgrave Macmillan.
Watson, Darach, and Jens Hjorth. 2015. Women's grants lost in inequality ocean. Nature 519: 158 EP.
Wehrmann, Iris. 2007. Lobbying in Deutschland - Begriff und Trends. In Lobbying: Strukturen. Akteure.
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4.9.2

Impact Story Integrating the gender dimension in tertiary education

Impact Story
Gender Dimension in Tertiary Education
Intervention Definition
In many scientific disciplines, the gender dimension has not yet been taken into account in teaching.
However, in order to be able to generate scientific results that are relevant to all parts of society,
the gender dimension must be considered. In order to take the gender dimension into account in
research, researchers must first learn how to do this.
Integrating the gender dimension in education refers to fostering gender knowledge in all areas. It
includes measures to mainstream gender issues in higher education curricula to enhance awareness
and sensitivity as well as initiatives to foster specific gender programmes for researcher training,
e.g. by creating collaborative alliance between different actors to establish new content and teaching/learning methods. It therefore has two main elements – it covers the content of the curriculum
as well as class conduct (Palmén and Caprile, 2018). Introducing a gender sensitive approach in tertiary education makes research and teaching of a higher quality by being more inclusive and stimulating critical thinking (EU 2005; Mihajlovic Trbovc and Hofman 2015). Including the gender dimension in tertiary education is critical for developing a solid skills base and competence for the future
integration of the gender dimension in research and other professional tasks.
Becker et al. (2006) describe four archetypical ways to integrate gender aspects into university education, that can be observed to a different degree in several university systems:
Transdisciplinary approach: provision of single gender modules open for a variety of study programmes
Integrative approach: implementation of theory, methods and basic research results as basis of
teaching and research
Particular-explicit approach: provision of programme specific gender modules

EFFORTI

99

EFFORTI - Collection of good practices and lessons learned

Explicit approach: provision of specific gender study programmes at all levels of tertiary education
Those universities and higher education institutes with greater experience in integrating the gender
dimension in tertiary education aim for the more integrative approach where the gender dimension
in tertiary education is compulsory for all studies. This approach can be seen through two good
practice examples in the EFFORTI case studies on fostering the integration of the gender dimension
in tertiary teaching. The first case study through performance agreements at the national level as
the ministry recognizes the benefits of the transdisciplinary and integrative approaches compared
to the explicit educational programmes. This approach is also taken in the second EFFORTI best
practice example the Case Study: Integrating the Gender Dimension in Teaching and Research Contents in a RPO, a university – which has included the gender dimension as one of the five basic
university competencies. This means that all study areas must consider it. Activities include the provision of courses, programmes and modules, the appointment of respective professorships, the promotion of respective research activities that serve as the basis for the principle of "research-led
education", training for lecturers and the production of guidelines in how to integrate the gender
dimension into different disciplines.
One example of a cross between the integrative and explicit approach is the Gendered Innovation
Alliance at the Karolinska Institute (KI) in Sweden which aims to develop a platform for training,
knowledge and experience exchange for mainstreaming concepts of sex, gender and diversity as
biological and social variables in biomedical research and education to maximize individualized/personalized patient care and endorse the development of gendered innovations. The initiative is linked
to the Doctoral Programme of Development and Regeneration. Activities include organising training
sessions, workshops and scientific meetings, including innovation hubs and sharing best practices.
(https://ki.se/en/staff/gendered-innovation-alliance).
Within Europe – the majority of universities have opted for the third approach to integrating the
gender dimension into teaching –i.e. by introducing programme specific gender modules (Kortendiek 2011). These modules may offer quality training regarding the content, approach and methodologies of gender studies. Activities may include monitoring and evaluating the implementation of
competences related to gender equality in undergraduate and postgraduate studies; making explicit
the gender perspective in the elaboration of the educational guides and the programs of the subjects; favouring the publication of materials for teaching that take into account the gender perspective; etc.
Intervention Definition Short
Including the gender dimension in tertiary education includes two main elements – it covers the
content of the curriculum as well as class conduct. Including the gender dimension in tertiary education is critical for developing a solid skills base and competences for future researchers and professionals in other sectors. Becker et al. (2006) describe four archetypical ways to integrate gender
aspects into university education that can be observed to a different degree in several university
systems: the transdisciplinary approach, the integrative approach, the particular-explicit approach
and the explicit approach.
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Objectives
(5) Integrate the gender dimension in research and teaching
Output
Direct outputs of an intervention focusing on integrating the gender dimension in tertiary education
may focus on the proportion of courses offered by the institution that offer a) obligatory b) optional
gender modules at graduate/post-graduate/ PhD levels. This might go hand in hand with the establishment of respective gender focused organisational entities at higher education institutions (institute, department etc.) and the appointment of professorships and teaching staff, as the case study
on fostering the integration of the gender dimension in tertiary teaching through performance
agreements shows.
The relevant output dimension that provides the basis for further outcomes and potential impact in
the EFFORTI case study on fostering the integration of the gender dimension in tertiary teaching
through performance agreements is the number of students who have undertaken gender modules
(optional/ obligatory) at graduate/ post-graduate/ masters levels and PhDs that a) focus on gender
or have gender as a component, the number of dedicated professorships and the number of programmes. For the EFFORTI Case Study Integrating the Gender Dimension in Teaching and Research
Contents in a RPO outputs also include training for teachers/ researchers on integrating the gender
perspective in research; guidelines on incorporating the gender perspective, and publications. Some
other outputs are identified in the Xarxa Vives report on integrating the gender dimension in universities in Catalonia (Verge Mestre and Cabruja Ubach 2017). These include: a resource bank (website with guidelines/ tools on how to incorporate the gender dimension in different disciplines); an
obligatory course for new teaching staff on the gender perspective; map of mainstreaming competences by course; awards for integrating the gender dimension; conducted trainings for academic
and non-academic staff; the inclusion of integrating the gender dimension as a criteria in the evaluation of teaching activities; revised text-books and curricular and teaching staff; study programmes;
specific professorships; invitation of female speakers.
Output short
Direct outputs of an intervention focusing on integrating the gender dimension in tertiary education
focuses on the proportion of courses offered by the institution that offer a) obligatory b) optional
gender modules at graduate/post-graduate/ PhD levels as well as the number of students and academic staff that have participated in training. Gender study programmes, a resource bank, an obligatory course for new teaching staff, awards for integrating the gender dimension, revised textbooks
and curricular and professorships may also be outputs.
Output indicators
3.2.2 Invitation of female speakers
4.3 Gender in Research Content unit/ committee in place
New indicators:
Number of gender related study programs
Number of gender related professorships
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Proportion of graduate degrees/post-graduate degrees and Masters that incorporate a specific
module on gender
Proportion of gender modules that are optional. Proportion of gender modules that are obligatory
(graduate degrees/post-graduate degrees and Masters).
Number of/ proportion of students undertaken gender modules (Optional/ Obligatory: graduate/
post-graduate)
Number of / proportion of PhDs read that a) focus on gender b) have a gender dimension
Existence of annually up-dated resource bank/ awards scheme/ database on gender related
courses
Number of male and female participants in training sessions
Outcome
Intended outcomes can be identified at the institutional and societal level. Regarding the former,
the main outcome is a greater institutional competence in how to integrate the gender dimension
in various different disciplines. An increased awareness of the importance of integrating the gender
dimension into teaching and research content is also an outcome of this type of intervention. Integrating the gender dimension in tertiary educational also increases the visibility of research that
considers the gender dimension. An unintended outcome that is mentioned in the EFFORTI case
study on fostering the integration of the gender dimension in tertiary teaching through performance
agreements might be an increased awareness of gender aspects at all levels of the university’s hierarchies ranging from explicit non-discrimination policies, to providing support for female students –
which may indirectly bolster institutional change processes. This confirms research that has been
carried out on how establishing gender studies programmes builds awareness about gender issues
and can trigger institutional change processes (Holzinger and Schmidmayer 2010). Requiring academic staff to teach integrating the gender dimension may also mean a greater inter-disciplinarity
in their research projects and those of students i.e. future researchers - especially when gender
topics are taught in interdisciplinary courses. It may also impact on the promotion of gender sensitive, use-inspired R&D-projects and innovations. For example the Centre for Gender Medicine in the
Karolinska Institute which supports research and education towards innovation in health care via
promotion and implementation of sex and gender analysis describes the outcome of their approach
as "strengthening the quality and competitiveness of scientific innovation leading to the optimal
exploitation of knowledge and expertise to improve health care for both women, men and gender
diverse people".
Outcome Short
Intended outcomes can be identified at the institutional and societal level. Regarding the former,
the main outcome is a greater institutional competence in integrating the gender dimension in various disciplines. Increased awareness of the importance of integrating the gender dimension into
teaching and research content is also an outcome of this type of intervention. Another is an increased visibility of research that takes into consideration the gender dimension.
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Outcome indicators
4.2.1 Capacity building as to GE (e.g. career development centre)
4.2.1 General organisational consciousness and messages with symbolic value
5.1.1 Publication’s interdisciplinarity
5.1.3 Researchers trained (inc. PhD, post-docs, gender balanced)
5.4.3 Inclusion of the gender dimension in research contents
5.4.2 Share of research projects with gender dimension in content
New Indicator:
Promotion/ visibility of research that takes into consideration the gender dimension
Impact
As mentioned in the EFFORTI case study on fostering the integration of the gender dimension in
tertiary teaching through performance agreements a more inclusive curriculum can mean that the
knowledge base of future researchers and institutional/ societal leaders will be more gender-sensitive. Regarding RTDI processes the increased awareness and competence of students from the early
stage of their academic and/or professional careers may result in visible outcomes such as more
interdisciplinary projects, higher quality research and increased awareness of gender fair processes
and outcomes -that they might use in their future professional lives. The same holds true for the
private sector, which may absorb respectively more highly skilled people and lead to the development of more innovative products that include the gender dimension (Von Schomberg 2013, Kristensson et al. 2004, Lüthje 2003). As EIGE (2016) points out regarding the impacts of GEPs, "bringing
a gender dimension in research and innovation content improves the overall quality of research
design, hypotheses, protocols and outputs in an ample variety of fields". In this instance, a key indicator is existence / absence of knowledge on sex and gender in research field. Better research is
therefore an expected impact of integrating the gender dimension into tertiary education. Impact
also occurs by creating a more inclusive knowledge base, i.e. an ‘inclusive excellence’ which better
reflects and serves the diverse make up of society and therefore more effectively tackles societal
challenges by increasing the societal relevance of the knowledge produced as well as technologies
and innovations (Position Paper: Advisory Group for Gender, 2016). Inclusive excellence was cited
as an impact of integrating the gender dimension into tertiary education in the EFFORTI Case Study
Integrating the Gender Dimension in Teaching and Research Contents in a RPO – this has four main
elements a) access to equality, b) diversity in content c) campus climate d) student learning r.e diverse groups and cognitive complexity (Hudson Banks, 2009).
Impact short
The impact of this type of intervention can be related to making the knowledge base of future researchers and societal leaders more gender sensitive. This can positively impact on the development
of innovative products in the private sector, a greater general awareness of gender-sensitive approaches for public policies and a more diverse knowledge base to effectively tackle key societal
challenges.
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Impact indicators
5.2.2 Innovative processes, products & service delivery systems
5.2.2 New, altered or improved ideas, products, designs, processes, services and business models
5.4.1 Awareness of and support to gender sensitive research at system level (research councils,
other research funding organisations)
5.4.2 existence/ absence of knowledge on sex and gender in research field
5.4.3 Legal concepts related to gender and of analysis techniques about mainstreaming gender
perspective in public policies are included (
5.6 More effective promotion of gender equality and gender dimension in research and innovation
content
5.6 Responsible R&I principles embedded into EU Higher Education (EU 2016)
5.6 Better contribution of R&I to tackling societal challenges (EU 2016)
Policy Context
The European Commission’s major research funding programme Horizon 2020 (2014 -2020) prioritises the integration of gender/sex analysis in research and innovation (R&I) content as one of its
main objectives to improve greater gender equality in science (EC 2014). This has led to the promotion of the gender dimension in tertiary education as a core target of Europe-wide gender equality
policy in R&I. Member states have been invited to create a legal and policy environment and provide
incentives to strengthen the gender dimension in research programmes and various national initiatives have been already undertaken to encourage greater sensitivity and the integration of sex and
gender analysis in science knowledge and practice (EC 2012, 12). Specifically in relation to tertiary
education, these include recommendations and/ or models for university curricula development
and researcher training in relevant fields (Gender-Net). The legal framework at the national or regional level can really act as a catalyst (or not) for integrating the gender dimension in tertiary education. For example, legislation can demand that universities "mainstream the gender perspective
and studies about the contribution of women throughout history in all knowledge spheres and in
academic and research activities are included in degrees and post-graduate curriculum". Legislation
can be even more effective if its implementation requires reporting to detail how the gender perspective has been incorporated in the curriculum (if appropriate), or if not the plan to make this
possible. Therefore a monitoring system is needed to identify gender related research and teaching
activities. Moreover, societal impacts of gender studies require extra surveying which should be
done systematically to make effects visible, as the case study on fostering the integration of the
gender dimension in tertiary teaching through performance agreements recommends.
Organisational Context
As regards the context at the institutional level, the political will to integrate the gender dimension
into tertiary education must be present at both the level of top management and at the faculty level
as documented by both EFFORTI Case Studies. Including the gender dimension as one of the universities ‘basic competences’ maybe the most effective way to integrate the gender dimension across
all study areas. Organisational factors that may hinder the implementation of the intervention may
include a lack of resources or the lack of capacity to support teaching staff to integrate the gender
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dimension into their study areas. Within the university context there is also a strong division between academic fields of natural science, technology, engineering and mathematics (STEM), on the
one side and , and social sciences and humanities (SSH), on the other which may impact on effective
interdisciplinary working (Trbovc and Hofman 2015, 23).
If training is separate from the rest of the curriculum and co-exists with gender blind modules from
different degrees and is not accompanied by mainstreaming there may be no change in the organisational culture nor academic management of universities. These gender sensitive modules also
tend to be delivered by those members of academic staff who are most gender aware with training
in gender studies – the rest of the academic staff carry on -without gender awareness nor competence (Verge Mestre and Cabruja Ubach 2017, 16). This approach however can be complemented
by the development of or support given to gender studies programmes, professorships and a focus
on inter-disciplinary collaboration. Another more comprehensive approach is the integrative approach where the gender dimension is integrated as a basic university competence.
Sources
Becker, R.; Jansen-Schulz, B.; Kortendiek, B.; Schäfer, G. (2006): Gender-Aspekte bei der Einführung
und Akkreditierung gestufter Studiengänge - eine Handreichung; Studien Netzwerk Frauenforschung NRW Nr. 7.
European Commission (2005): Science Policies in the European Union: Promoting Excellence
through Mainstreaming Gender Equality. A Report from the ETAN Expert Group on Women and
Science. European Commission, 2000; Women and Science: Excellence and Innovation – Gender
Equality in Science. Commission Staff Working Document, Brussels.
European Commission (2012). Structural change in research institutions: Enhancing excellence, gender equality and efficiency in research and innovation, European Commission, Brussels.
Holzinger, F. & Schmidmayer, J.(2010): GENDERA Synthesis Report Good Practices on Gender Equality in R&D Organsiations, Vienna: Centre for Economic and Innovation Research.
Banks, K. H. (2009). A Qualitative Investigation of White Students’ Perception of Diversity. Journal
of Diversity in Higher Education, 2(3), 149-155.
Kristensson, P.; Gustafsson, A.; Archer, T. (2004): Harnessing the Creative Potential among Users.
In: Product Innovation Management, 21, 4-14.
Lüthje, C. (2003): Methoden zur Sicherstellung von Kundenorientierung in den frühen Phasen des
Innovationsprozesses. In: Herstatt, C.; Verworn, B. (Hg.): Management der frühen
Innovationsphasen Wiesbaden: Gabler, 35-47.
Palmén, R. & Caprile, M, (2018) TARGET: Guidelines to Design Customised GEPs.
Mihajlovic Trbovc, J. & Hofman, A. (2015): Garcia Working Paper 6: Toolkit for Integrating GenderSensitive Approach into Research and Teaching.
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Verge Mestre, T. & Cabruja Ubach, T. (2017) La perspectiva de gènere a la docencia i la recerca a les
universitats de la xarxa vives: Situació actual i reptes de futur, Xarxa Vives d’Universitats Collecció
Política Universitària
von Schomberg, R. (2013): A Vision of Responsible Research and Innovation. In R. Owen, J.
Bessant & M. Heintz (Hrsg.), Responsible Innovation: Managing the Responsible Emergence
of Science and Innovation in Society (S. 51-74) . New York: J. Wiley, S. 64 f.

4.10 Visibility
The intervention type "Visibility" contains three intervention formats from which two are covered by an impact story: "Networking" and "Activities to make women (and their research) visible". The third one, not
inserted as impact story, is "role models".
4.10.1 Impact Story Networking
Impact Story
Networking
Intervention Definition
One of the main reasons for the underrepresentation of women in research and innovation teams
and particularly in decision-making positions is their poor involvement in formal and informal networks. Access to and integration in networks are decisive factors for career progress but male researchers generally have better networks then female researchers (Kyvik and Teigen 1996; Fuchs et
al. 2001). The degree of integration into relevant organisational networks plays a crucial role for the
diffusion of gender equality interventions too. Through networks, new knowledge is transferred into
an organisation and engaged employees become empowered (Cacace et al. 2015).
Another aspect refers to the diversity argument and the fact that collaboration influences performance (Lee and Bozeman 2005): whereas networks in which the relationships between the actors
consist of strong ties are strongly integrated and intensively interlinked, weak ties have the advantage of building local bridges between so far not connected areas (Granovetter 1973). This promotes the flow of information and other resources and thus the emergence of innovations. There is
also evidence that high research performance – demonstrated by high levels of publication - is positively associated with high levels of collaboration (Katz and Martin 1997). Especially international
collaboration seems to increase the quality of scientific publications, measured in terms of citations
(van Raan 1998, Narin and Whitlow 1991, Polyakov et al. 2017).
The gender equality intervention "Networking" describes interventions that support female researchers in getting access to and becoming integral part of important internal and external networks. Internal networks can consist of networks only dedicated to women in order to ensure "safe
spaces" for open communication and exchange; and mixed networks to promote career progress.
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External professional networks serve to increase the visibility of female researchers as active contributors to (international) co-publications and at scientific conferences.
Networks also play a crucial role in the EFFORTI case studies of the Women Founders Consult (WFC)
and of the General Electric Women's Network. WFC has established networks with several other
interest groups on the local, regional and national level to promote and disseminate its advocacy
and services. Furthermore, WFC also promotes networking of women entrepreneurs through versatile services, e.g., events or a contact database. The General Electric Women’s Network was created to attract and support female workforce. Through its events and activities, the Women’s Network plays a critical role in improving women’s business practices, expanding their personal contacts, building career opportunities, and sharing best practices and experiences in order to facilitate
the development of women leaders and to drive business success. The intervention itself consists in
institutional support for a website, a network coordinator but also venues and resources to organise
network meetings.
Intervention Definition Short
The gender equality intervention "Networking" describes interventions that support female researchers in getting access to and becoming integral part of important internal and external networks. Internal networks can consist of networks only dedicated to women in order to ensure "safe
spaces" for open communication and exchange; and mixed networks to promote career progress.
External professional networks serve to increase the visibility of female researchers as active contributors to (international) co-publications and at scientific conferences.
Objectives
(1) Increase the number of women in R&I positions
(3) Boost professional capabilities of women to pursue promotion
(4) Implement gender-fair organizational structures
(7) Increase R&I outputs and impacts
Output
The intervention leads to improved information on existing internal and external professional networks, to an increased number or women involved in those networks and to an enhanced institutional support for networking activities. The latter leads to an increased number of events like workshops or conferences organised by those networks.
Output Short
The intervention leads to improved information on existing internal and external professional networks, to an increased number or women involved in those networks and to an enhanced institutional support for networking activities. The latter leads to an increased number of events like workshops or conferences organised by those networks.
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Output indicators
3.2. Ability to create/enhance/sustain new networks/contacts/collaborations
Outcome
The outcomes of particular networking instruments are to be expected at the gender equality as
well as the research and innovation area. In the gender equality field, we can expect better visibility
and achievement of women, the latter caused by improved knowledge and understanding of advancement prerequisites but also improved skills and better informed career strategies. Access to
internal networks may also improve leadership career ambitions and specific competences. Networking may also contribute to the attraction and retention of talented and competent females in
science and in leadership positions. At the individual level, the main outcome of the intervention
might be the professional development and the career advancement of women employees who
take part in the network.
Outcome Short
The outcomes of particular networking instruments are to be expected at the gender equality as
well as the research and innovation area. In the gender equality field, we can expect better visibility
and achievement of women, the latter caused by improved knowledge and understanding of advancement prerequisites but also improved skills and better informed career strategies. Access to
internal networks may also improve leadership career ambitions and specific competences. Networking may also contribute to the attraction and retention of talented and competent females in
science and in leadership positions. At the individual level, the main outcome of the intervention
might be the professional development and the career advancement of women employees who
take part in the network.
Outcome indicators
1.1.2 Increase in leadership positions by women who participated in the programme
1.2.1 Number of new hired faculty
2.2.1 Appropriate respect / recognition for (academic, scientific, leadership) work
2.3.2 Events to create visibility and credibility and specific types of recognition for women
2.3.3 Received personal and professional support from institution
3.1.1 Growth of knowledge about local leadership and organisation culture
3.2.1 Network was built/has extended and is used to advance career
3.3.1 Scale of organisational commitment to gender diversity (measurement through regulations,
contract’s re-formulation, founding of new initiatives)
Impact
Promoting networks improves research impact by increasing collegial support, knowledge sharing
and collaboration across seniority ranks, clarifying pathways to qualifying for permanent positions,
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as well as better understanding of the norms and culture of the research environment and increased
awareness on gender structures in the organisation (Kalpazidou Schmidt and Faber 2016; Gardiner
et al. 2007). Top-level support for women networks may also contribute to increase awareness at
the organisational level about gender issues and change organisational structures and culture in the
long run (Kalpazidou Schmidt and Faber 2016). According to the General Electric Women’s Network
case study, the managers of career development programmes may learn about the struggles of female researchers and about the gender challenges, they have to face in the workplace. This feedback mechanism can be beneficial to the organisation, since it can bring about substantial changes
in organisational culture.
Improved networking with experienced researchers from in- and outside the organisation may lead
to an increased number of articles in peer reviewed high impact journals. Enhanced network access
will generally lead to more and higher-ranked scientific outputs in terms of publications.
Further impacts include a more sustainable and socially relevant research activity carried out by the
company where women networks exist, an enhanced innovation driven by the diversity and the
increased scientific and economic competitiveness of the company in the end. By broadening
knowledge, skills and abilities, improving decision making skills, increasing self-esteem and motivation, building interpersonal effectiveness, maximising career opportunities and improving employment marketability, women networks in companies also encourage and assist female employees to
perform in an enhanced spirit of responsibility, which is mirrored in the overall performance of the
company.
Impact short
The intervention will lead to organisational changes by reducing barriers to gender equality and
ensuring equal treatment, but will have a particular impact on the research and innovation performance of individuals and organisations.
Impact indicators
4.1.1 Level of visibility
4.2.1. Rating of transparency regarding decision-making bodies and criteria
4.3.1 Perception of preferential treatment such as advice, access to lab or equipment, resources,
recruitment, pro-motion, attention to meetings
5.1.1 Number and share of female authors
5.1.2 Cross-country (also beyond EU) and cross-disciplinary research and innovation networks (incl.
SMEs)
5.1.4 Reputation and excellence of Europe in scientific and technological research (modernisation of
research institutions, vitality of research environment, quality of research outputs in basic & applied
research)
5.2.1 Improved products, services, processes launched onto the market
5.3.3. Leveraged demand for solutions for tackling societal challenges
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5.3.4 Enhanced innovation capability and competiveness of European enterprises in global market
for innovative solutions (esp. SMEs)
5.5.1 Encouragement of gender-balanced teams in the work environment
5.7.1 Improved research and innovation culture in EU
Policy Context
Important factors at the policy level which underline the importance of networking interventions
are male-dominated working environments that recognise women’s expertise less than men's one
(see also below). Such working environments are particularly widespread in societies that still rely
on traditional gender roles. Insufficient child-care facilities and inadequate work-life balance promote the dominance of a male breadwinner model. Women are generally less visible and integrated
in professional research networks, with negative impacts on their scientific outputs.
Organisational Context
Important factors at the organisational level that underline the importance of networking interventions are male-dominated working environments and leadership cultures. Typical requirements in
leadership positions fit the male career path better. A further hindrance for women are the existing
"old boys’ clubs" that require access to alternative ways of networking. Separated networks for
women may support the tendency of women to consider themselves team players rather than individual actors but also to mitigate the lower willingness to risk-taking and self-exposure of women
employees and their lack of self-confidence. Largely, women networks can allow strengthening the
crucial role of women in developing collective emotional intelligence.
Sources
Cacace, Marina, Doina Balahur, Inge Bleijenbergh, Daniela Falcinelli, Michaela Friedrich, and Evanthia Kalpazidou Schmidt (2015): Structural transformations to achieve gender equality in science:
Guidelines. Report to the European Commission. Rome: Ministry of Economy and Finance.
Fuchs, Stefan, Janina van Stebut, and Jutta Allmendinger (2001): Gender, science and scientific organization in Germany. In: Minerva 39 (2): 175-201.
Gardiner, Maria, Marika Tiggemann, Hugh Kearnes, and Kelly Marshall (2007: Show me the money!
An empirical analysis of mentoring outcomes for women in Academia. Higher Education Research
and Development 26 (4): 425-442.
Granovetter, Marc (1973): The Strength of Weak Ties. In: American Journal of Sociology 78: 1360–
1380.
Kalpazidou Schmidt, Evanthia, and Stine Thidemann Faber (2016): Benefits of peer mentoring to
mentors, female mentees and higher education institutions. Mentoring & Tutoring: Partnering in
Learning 24 (2): 137-157.
Katz, J. Sylvan; Martin, Ben R. (1997): What is research collaboration? Research Policy 26 (1): 1-18.
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Kyvik, Svein, and Mari Teigen (1996): Child care, research collaboration and gender differences in
scientific productivity. Science, Technology and Human Values 21 (1): 54-7.
Lee, Sooho, and Barry Bozeman (2005): The impact of research collaboration on scientific productivity. Social Studies of Science 35 (5): 673-702.
Narin, Francis; Whitlow, Edith S. (1990): Measurement of scientific cooperation and co-authorship
in EC related areas of science. Luxemburg: Office for Official Publications of the European Communities. EC-Report EUR 12900.
Polyakov, Maksym; Polyakov, Serhiy; Iftekhar, Md Sayed (2017): Does academic collaboration
equally benefit impact of research across topics? The case of agricultural, resource, environmental
and ecological economics. Scientometrics.
Van Raan, Anthony (1998): The influence of international collaboration on the impact of research
results. Some simple mathematical considerations concerning the role of self-citations. In: Scientometrics 42 (3): 423-428.
4.10.2 Impact Story Activities to make women visible
Impact Story
Activities to make women visible
Intervention Definition
Although the participation of women in research and development is showing an upward trend over the
past few years, their proportion in Science, Technology, Engineering and Mathematics (STEM) is still too
low (Wang and Degol 2017). As in many fields of expertise worldwide, female scientists receive less support and opportunities than their male colleagues do as they struggle to make their mark in what is still
seen by many as a male profession. Great barriers discourage women from entering the profession and
several obstacles continue to block progress for those already in the field. Many of the women working in
STEM today go unnoticed and unremarked, despite their valuable contributions to scientific research (Etzkowitz et al. 1992). The serious problem of female invisibility in STEM might be a natural consequence of
the low number of women in these fields, but at the same time, it leads to a lack of women role models,
to job dissatisfaction and to poorly perceived career prospects, thus perpetuating the insufficient female
representation in STEM. Breaking this vicious circle requires measures that enhance the status of women
in science (Gowaty 2015).
The gender equality intervention "Activities to make women visible" means the launching of initiatives to
shine a light both on women researchers and on their work. Special events, programs, awards and other
activities are planned, developed, carried out and communicated in order to highlight the scientific accomplishments of women.
The partnership between the French cosmetics company L’Oréal and the United Nations Educational, Scientific and Cultural Organization (UNESCO) is a good example of this. L’Oréal recognises and supports the
career of the most brilliant women scientists by awarding prizes and fellowships. In Hungary, two annual
national fellowships are granted for female scientific researchers who are employed at a Hungarian higher
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education research institution or at a research institute of the Hungarian Academy of Sciences, and work
in the field of life sciences or material sciences.
Intervention Definition Short
The intervention "Activities to make women visible" aims to improve the position of women in science by
recognising outstanding female researchers who can serve as role models for future generations. It wishes
to help more girls enter the scientific profession and to assist them once their career is in progress. Another
important objective is to make the public more aware of women in science.
Objectives
(1) Increase the number of women in R&I positions
Output
The measure’s short-term output is the creation and implementation of actions that help to make women
in STEM and their scientific results more noticeable and, therefore, more valued. The output includes activities that are tailored specifically for women, such as the introduction of awards reserved for women
scientists; funds for research activities carried out by women; travel grants for female researchers; exhibitions, fairs and other events held to publicise the work of women in science; celebration days of the
achievements of women in STEM; etc..
Publicity is another significant output of the intervention. The media can be consciously utilised as a tool
for bringing outstanding female researchers closer to the public and for making their scientific achievements more visible. Interviews, television and radio appearances all serve this purpose.
Each year the L’Oréal – UNESCO "For Women in Science" programme grants fellowships to more than 200
talented young women researchers worldwide, who are selected by prestigious national juries of reputable scientists. The Hungarian National Fellowship is awarded to 2 women every year. Overall, more than
40 Hungarian scientists have been awarded in the past 15 years. A very important activity of the initiative
is the solemn award ceremony, which is held in the prestigious building of the Hungarian Academy of
Sciences. This high profile event attracts a lot of professional and public attention every year. Before the
award ceremony, the awardees participate in compulsory media and public speaking trainings in order to
be able to give convincing performances on television and radio interviews, newspaper articles and other
media appearances.
Output Short
Immediate effects of the intervention "Activities to make women visible" include all successfully organised
and implemented programs, events and media activities that make women scientists and their performance more perceptible and available both to fellow researchers and to the public.
Output indicators
2.2.1. Range of respect by boss/colleagues/ students
2.2.1. Award or honour by institution
2.2.1. Events to create visibility and credibility and specific types of recognition for women
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Outcome
Activities to make women and their research more visible give their target group a sense of being appreciated and valued. This kind of recognition may strengthen the self-confidence of outstanding women in
STEM and increase their job satisfaction (Gowaty 2015). If women researchers experience that their
achievements are not being downplayed, it can boost their self-assurance as researchers, and motivate
them to reach their full professional potentials. This results in a smoother and more fulfilling career.
In the medium term, the measure can increase the profile of women in the scientific field and, in doing so,
support women already working in STEM. The increased visibility and appreciation of female researchers
foster their career advancement. Moreover, the fact that the awarded women thrive in their careers might
contribute to the success of their research teams, as well.
According to the beneficiaries of the L’Oréal – UNESCO partnership, being awarded was not only a heartwarming experience, but also the positive effects of winning such a prestigious and internationally acclaimed award could directly be detected in their professional trajectories, as they have been enjoying
advantages in the evaluation process of further national and international scientific applications due to
the measure. This positive outcome can be observed both in the medium and in the long term.
Another key aspect of the measure’s outcomes is the creation of role models who can serve as positive
examples for high school and university students and even for PhD aspirants and younger researchers.
Outstanding women can function as inspirational examples of success who demonstrate that it is possible
to overcome traditional gender barriers, indicating to other women that high levels of success are indeed
attainable (Lockwood 2006). In the case of the L’Oréal – UNESCO fellowship program this aspect is enhanced by the "spin-off" initiatives linked to the intervention, which demonstrate successful female research careers in schools, e.g. through the visits of the awardees.
Outcome Short
The outcome of the intervention "Activities to make women visible" is constituted mainly by the enhanced
visibility and smoother career advancement of female researchers, as well as their improved job satisfaction. The creation of role models is also an important effect of the measure in the medium term.
Outcome indicators
2.2.1. Range of respect by boss/colleagues/ students
2.2.1. Perception by others as a legitimate scholar
2.2.2. Satisfaction with career
2.2.2. Contribution in scientific field
2.2.2. Sense of valuing scholars and colleagues
2.3.3. Change in motivation to invest more effort in scientific career
2.3.3. Perception of own improvement of profession
3.2.1. Clarity about own value as a scientist
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Impact
In the end, role models that were created in the medium term will bring more girls into STEM professions
(Bosma et al. 2011). Thus, the measure contributes to the recruitment and retention of women in the
scientific field and to an increasing proportion of females in leadership positions. By providing role models
and encouraging both adult female researchers and young girls who are considering scientific careers, the
measure helps to address the leaky pipeline problem at more than one stage, thus contributing to an
increased research performance and to the elimination of gender equality barriers in research organisations and in the society (Blickenstaff 2005).
In addition, the intervention "Activities to make women visible" not only has an effect at the level of the
individual researcher, but it also raises awareness of gender issues at the organisational level and thus
contributes to the better integration of women in the research environment and, in the long term, to a
positive change in organisational structures and culture. By reflecting a genuine commitment to gender
equality, the intervention can also contribute to increased gender awareness in the society as a whole.
The sector of Research, Technological Development and Innovation (RTDI) is normally not in the centre of
the attention of the society. Nevertheless, the intense publicity that surrounds the program raises public
awareness regarding not only the issue of female researchers, but science in general, as well.
The L’Oréal – UNESCO national fellowships are a good example of all these. The Hungarian case study
indicates that since the launch of the initiative in Hungary the award has become part of the common
professional knowledge and subject to public attention at the same time, therefore the whole community
of female researchers is the beneficiary of the measure in the end. Shaping attitudes is an essential part
of the program’s mission. By demonstrating, that women researchers with children are able to pursue a
profession that requires dedication and to reach outstanding scientific achievements the measure effectively fights the prevailing social stereotypes regarding gender roles. Moreover, it shows good examples
of reaching a healthy balance between research careers and family obligations. The award allows female
researchers to publish their research work, play a more influential role within the scientific community
and encourage future generations to embark on a scientific career.
Impact short
Impacts of the intervention "Activities to make women visible" include the encouragement of girls into
fields of study traditionally marked as masculine; increased attraction and retention of women in scientific
positions; raising awareness of gender issues within organisations and the broader public; and changes in
the male-dominated al cultures.
Impact indicators
1.1.1. Rate of change in composition of faculty
1.1.1. Horizontal/vertical gender segregation in occupations and in economic sectors
1.1.1. Distribution of staff across gender
1.1.1. Proportion of women grade A staff by main field of science
3.3.1. Institution’s commitment to promote equality and diversity
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3.3.1. Measures addressing GE in scientific careers
4.1.1. Acknowledgement of gender issues
4.1.1. Acceptance of cultural change
4.1.1. Perception of gender roles in science amongst young people and their parents
4.2.1. Perceived extent and pace of cultural change on organisational level
Policy Context
The social reception and impact of the intervention is very much shaped by the national context. The case
studies state that in general, career choices differ a lot between males and females in higher education,
which influences the future proportion of men and women in science, and the available pool of researchers. Between 2005 and 2011, the average annual increase in the number of researchers was 4,8% for
women and 3,3% for men in the EU-28 (European Union). However, female representation in research and
development is still disproportionately low in several member states and even decreasing in some of the
Eastern European member states (She Figures 2015). This can be linked to traditional values and persistent
gender stereotypes that still prevail in some European societies. In addition, recent research in the technical fields revealed that, apart from the strong traditional family and social roles, the high level of labour
market uncertainty negatively influences young researchers’ academic advancement (Paksi et al. 2016).
The measure is about male and female researchers having an equal level of visibility. Therefore, the aim
of the initiative should not be to create an undue advantage for women, but simply to remove barriers to
a level playing field. Endeavours to make women researchers visible do not imply that the mere presence
of women is enough to boost other women's performance and self-evaluation, or to encourage young girls
to consider careers in STEM. Many other factors play a role in women's success as researchers and leaders.
Consequently, the measure should be accompanied by other actions to support outstanding female researchers. It is also of great importance that the focus should stay on real performance and research
should remain excellent-based.
Compared to other national awards and fellowships, the L’Oréal – UNESCO intervention provides unstinting support for outstanding female researchers in the participating countries. Due to the fact that the
National Fellowships are part of an international initiative of UNESCO and L’Oréal, it is a powerful tool not
only to enhance the scientific achievements of a given country, but to connect them to the global circulation of knowledge, as well, thus making it possible for women researchers to feature prominently on the
world stage in science.
Organisational Context
Due to the strong traditional family and social roles in some EU countries, e.g., Austria, Hungary or Germany, women face more rigid masculine organisational cultures in RTDI, which hinder work-life balance
and the career advancement of female scientists. Partly because of these male-dominated organisational
cultures, some members and groups within the organisations might oppose the intervention because it is
a form of positive discrimination in favour of women, which is against the principle of equality and excel-
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lence. Discrimination against the female beneficiaries of the intervention „Activities to make women visible" and perceived discrimination against men might rise. To avoid these effects the senior management
needs to provide legitimacy to such measures by demonstrating its commitment to it (Cacace et al. 2015).
In some cases, such interventions operate embedded in other activities, e.g. corporate social responsibility
programmes of certain institutions or companies. For instance, the implementation of the measure „For
Women in Science" would not be possible without the corporate background of L’Oréal, thanks to which
considerable resources are allocated for the activities of the program. Although the fellowship was initiated by a cosmetics company, it was laid down as a principle at the very beginning that the selection of
awardees must always be based exclusively on the scientific results and the professional achievements of
the applicants. This is a key aspect in reaching the desired impact of the intervention. As a cosmetics company, L’Oréal is not linked to science as much as it is linked to beauty in the eye of the broader public. In
order for the intervention to be successful, replacing these stereotypes with positive associations is necessary.
Sources
Blickenstaff, Jacob Clark. 2005. Women and science careers: leaky pipeline or gender filter?. Gender and
Education, vol. 17, issue 4, pp. 369-386.
Bosma, Niels, Jolanda Hessels, Veronique Schutjens and Mirjam van Praag. 2011. Entrepreneurship and
Role Models. Tinbergen Institute Discussion Paper 11-061/3. Unpublished manuscript last modified on
March 08, 2018. Accessed November 22, 2018. https://www.econstor.eu/bitstream/10419/86685/1/11061.pdf
Cacace, Marina; Balahur, Doina; Bleijenbergh, Inge; Falcinelli, Daniela; Friedrich, Michaela; Kalpazidou
Schmidt, Evanthia. 2015. Structural Transformation to Achieve Gender Equality in Science. Guidelines. Accessed November 22, 2018. http://ps.au.dk/fileadmin/site_files/filer_forskningsanalyse/Forskning/Forskningsprojekter/GER/Documents/STAGES_publications/Stages_Guidelines.pdf
Etzkowitz, Henry, Carol Kemelgor, Michael Neuschatz, Brian Uzzi. 1992. Athena unbound: Barriers to
women in academic science and engineering. Science and Public Policy, Volume 19, Issue 3, pp. 157–179.
Gowaty, Patricia. 2015. Women scientists are often still invisible - solving the challenge of gender equality
in science. Interview by Georgina Gurnhill. PeerJ blog, 16 July 2015. Accessed November 22, 2018.
https://peerj.com/blog/post/115284878180/women-scientists-are-often-still-invisible-solving-the-challenge-of-gender-equality-in-science-an-interview-with-professor-patricia-gowaty/
Krupinska, Marta. 2016. Women In Tech: Bridging The Diversity Gap. The Huffington Post, 14 October
2016.
Lockwood, Penelope. 2006. Someone like me can be successful: do college students need same-gender
role models?. Psychology of Women Quarterly, volume 30, issue 1, pp. 36-46.
Paksi, Veronika, Beáta Nagy and Gábor Király. 2016. The timing of motherhood while earning a PhD in
engineering. International Journal of Doctoral Studies, 11, pp. 285-304.
Plummer, Becky. 2016. Without more women in technology, the year 2050 could be our most backward
in a century. The Telegraph, 11 October 2016.
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She Figures 2015. European Commission.
Wang, Ming-Te and Degol, Jessica L. 2017. Gender Gap in Science, Technology, Engineering, and Mathematics (STEM): Current Knowledge, Implications for Practice, Policy, and Future Directions. Educational
Psychology Review, vol. 29, issue 1, pp. 119-140.

4.11 Care & Family Life
The intervention type "Care and Family Life" contains four different intervention formats, namely "Support
in period of absence for family needs", "Schemes for women returners", "Care services and facilities" and
"Support to mobility, including spouse relocation schemes". The intervention format "Schemes for women
returners" is covered by an impact story.
4.11.1 Impact Story Schemes for women returning from career breaks
Impact Story
Schemes for women returning from career breaks
Intervention Definition
The knowledge required in fast-moving and competitive sectors such as Research, Technological Development and Innovation (RTDI) can be complex and subject to constant change. Work cultures are
frequently focused on high-speed projects and long working hours. Constant training, productivity
and publications are of major importance. The typical career path in RTDI is based on the male life
course: a linear course of full-time employment without breaks. However, career breaks can occur for
several reasons, such as raising children, accommodating spouses' careers, caring for elderly or disabled family members, recovering from an illness, etc. (Hewlett 2007). Therefore, making it in science
is hard for anyone, and even more so for female scientists who often take more responsibility in care
work, and wish to return to their research activity after a break, but get behind in their career advancement due to the time off. The great difficulties, which women scientists face in balancing family
responsibilities with work largely, contribute to their insufficient participation and slow advancement
in knowledge-based sectors (Mavriplis et al. 2010).
The intervention "Schemes for women returning from career breaks" intends to address this persistent problem by initiating arrangements to re-attract and retain women in the scientific field, and to
smooth their careers after longer breaks. The activities of the measure include the introduction of
career development workshops and trainings; networking opportunities; flexible working hours; parttime and telework opportunities; longer term secure contracts and other contract arrangements;
changes in the terms and conditions of scientific calls for proposals; reduced fees for society memberships and conferences; changes in the way résumés are reviewed by faculty search committees;
alterations in the design and implementation of parental leave and childcare policies; etc.
Recognising the fact that women mainly carry out childcare, which decreases their chances for competitive calls that have an age-limit, the Hungarian Academy of Sciences (HAS) introduced an age-limit
extension for researchers with children in 2009. In the case of applicants who have been on parental
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leave, the age limit of every call, scholarship and grant of the HAS and its research institutes is extended by 2 years for each child under the age of 10. The aim of the Hungarian Academy of Sciences
is to create a work environment that allows employees with children to carry out creative research.
Compensating researchers for the time loss in their career advancement due to childcare is part of
this endeavour.
Intervention Definition Short
The intervention "Schemes for women returning from career breaks" aims at introducing programmes
that compensate female employees in the highly competitive RTDI fields for the time loss in their
careers, which is due to childcare or other responsibilities resulting in voluntary or involuntary career
breaks; thus improving their work-life balance and job satisfaction, as well as fostering their career
advancement.
Objectives
(1) Increase the number of women in R&I positions
(2) Improve working conditions / work-life balance
(4) Implement gender-fair organisational structures
Output
The measure’s aim in the short term is to launch initiatives, which help women re-enter scientific
career fields. If research leaders and decision-makers instigate policy and practice to facilitate
women’s return from career breaks in Science, Technology, Engineering and Mathematics (STEM), a
level playing field is created for male and female employees in STEM. Specific measures to smooth
female professionals’ way back to their career track, such as catch-up opportunities, career development possibilities, and systemic changes (e.g. in parental leave policies) contribute to greater gender
equality in the scientific fields.
For example, the immediate effects of the programme initiated by the Hungarian Academy of Sciences
are the equal opportunities that are created by the inclusion of the age-limit extension rule in the
application package and the guidelines of the application process in case of all calls for proposals of
the HAS and its research institutes, as well as the dissemination of information on the opportunity in
the calls and internal newsletters.
Output Short
The output of the intervention "Schemes for women returning from career breaks" is constituted by
the level playing field and the more equal opportunities for men and women in STEM careers. These
are ensured by the initiatives, programmes and schemes that support female employees who wish to
return to the labour market after career breaks.
Output indicators
2.1.1. Range of institutional support (child-care; partner/spousal hiring; health accommodations;
career planning; etc.)
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2.1.1. Modified duties in response to personal needs
2.1.1. Support for returning from career breaks
2.1.1. Regulations and initiatives supporting parents returning to work
2.1.1. Flexibility of parental leave arrangements
2.1.1. Employment by full-time and part-time status, sex
2.2.2. Satisfaction with career
2.2.4. Main differences of working hours between men and women in full time employment
2.2.4. Time spent on unpaid work
2.2.4. Actual weekly working hours of full-time employed persons in academic/ scientific professions
by gender and country
Outcome
The measure’s outcome aims at supporting female employees to reach a healthier work-life balance
after returning to science following voluntary or involuntary career breaks by helping them reconcile
research and family responsibilities. The intervention "Schemes for women returning from career
breaks" also gives opportunity for flexible career planning that takes into account major life events
like childbirth, caring for relatives or further education (Laursen et al. 2015). A higher level of gender
equality and a sense of being appreciated in RTDI boost the confidence of female employees in the
sector and lead to increased job satisfaction and well-being. These can be measured by indicators that
reflect the experienced work-family conflict, the ability to balance private life and work, etc.
A good example of this is the initiative covered by the case study "Harmonizing opportunities for female researchers". The main outcome of the intervention is that researchers with children, who are
slightly above the age limit can still apply for grants, therefore the time they had spent on parental
leave does not hinder their careers. According to the beneficiaries of the measure, childbearing
changes the new parents’ attitudes towards research work. The life of young researchers with children becomes less predictable, which makes it more difficult to keep strict time schedules and deadlines. By making it possible for researchers with children to apply for grants and fellowships after they
exceeded the age limit, the measure compensates for the time loss in the professional career of these
researchers that stems from childcare responsibilities.
Outcome Short
The measure’s most important medium term effects are the improved work-life balance, job satisfaction and professional well-being of researchers returning to STEM careers after longer breaks due to
childcare or other responsibilities.
Outcome indicators
2.1.1. Extent of experienced work-family conflict
2.1.1. Perceived challenges in balancing private life and work
2.1.1. Satisfaction with current work-life balance

EFFORTI

119

EFFORTI - Collection of good practices and lessons learned

2.1.1. Perception of influence of career break on career progress
2.1.1. Ability to balance work-life
2.1.1. Perceived interpersonal conflicts related to family obligations ("mothers leave earlier from
work" etc.)
2.3.3. Considerations about leaving current positions
Impact
If talented female researchers are not held back by the lack of help with care work, it enables an easier
career planning that takes into account major life events like child birth, care work for relatives, etc.
(Greenhaus and Beutell 1985). This in turn might prevent career interruptions and disruptions that
occur because of family care responsibilities and obligations. The elevated level of professional wellbeing and satisfaction of female employees that can be related to the measure in the medium term
can positively influence the number and proportion of women researchers in the long run. Encouraging women returning from career breaks helps retain talented and competent researchers in the scientific field, which has direct positive effects on women’s participation in RTDI, thus addressing the
leaky pipeline phenomenon, that is, the continuous loss of women along the hierarchy in STEM (Etzkowitz and Ranga 2011).
Besides, by showing young girls that a healthy work-life balance is attainable for female scientists, the
intervention "Schemes for women returning from career breaks" might increase the number of girls
considering a career in STEM, which, in turn, can contribute to a more equal proportion of women in
RTDI, thus leading to more responsible research and innovation policies and practices, which are able
to address major societal challenges (European Commission 2010).
The case study "Harmonizing opportunities for female researchers" points out that all of the beneficiaries of the intervention work in research teams. Therefore, obtaining grants that they wouldn’t be
entitled to apply for if the age limit extension measure did not exist, not only contributes to their own
professional advancement, but as an indirect effect it also enhances both the career opportunities of
their co-workers and the overall research performance of their teams.
Impact short
The most important long-term impact of the intervention "Schemes for women returning from career
breaks" is the increased number of women in RTDI positions, which can lead to an enhanced research
performance as well as more responsible scientific research.
Impact indicators
1.1.1. Composition of academic positions per team
1.1.1. Horizontal/vertical gender segregation in occupations and in economic sectors
1.1.1. Proportion of women in grade A positions
1.1.1. Proportion of women grade A staff by main field of science
5.1.1. Percentage of publications from projects which are among the top 1 % highly cited
5.1.1. Number of publications in peer-reviewed high impact journals
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5.1.1. Percentage of publications published in the top 10% impact ranked journals
5.1.1. Publication’s interdisciplinarity
5.1.1. Number of citations / field-specific citation rates
5.1.1. Percentage of women that are first authors of research papers
Policy Context
As the case study "Harmonizing opportunities for female researchers" suggests, the effects of the
intervention "Schemes for women returning from career breaks" are affected by a series of factors at
the macro level. Most importantly, the typical length and the voluntary or involuntary character of
career breaks due to childcare responsibilities in a given country is influenced by the paid maternity/paternity/parental leave regulations and practices, as well as the available childcare facilities. E.g.
long maternity leave, which is supported socially and financially in some European countries alienates
mothers from the labour market, therefore women face serious difficulties when returning to work.
Besides the devaluation of their knowledge, the loss of social capital and the discrimination of young
mothers in the labour market also contribute to the fact that women with small children have scarce
opportunities for part-time work and for sufficient childcare services. The impact of motherhood on
the employment rate of women (that is, the percentage point difference between the employment
rates of women aged 20-49 with children up to 6 years old, and without children) in the countries of
the Organisation for European Economic Co-operation (OECD) is 10% on average. A more general
factor that affects the chances of re-entering STEM positions after career breaks is the flexibility of
labour markets.
In several European countries, there is still a strong support for traditional family structures and gender roles within the society. This is mirrored by the fact that the time spent with unpaid work is almost
double in the case of women compared to men according to the OECD average. These social norms
and prevailing values also influence the impacts of the intervention.
On the other hand, research states that the pipeline metaphor can lead to the perception that any
woman leaving the scientific field is a tragedy. A goal of 100% retention is unrealistic and potentially
coercive: people change fields and interests throughout their lives, and they should be free to do so
(Etzkowitz and Ranga 2011). Moreover, if only later leaks in the pipe are patched, there will still be a
relatively small number of women leaders at the end, because of earlier leaks from the pipeline. Finally, schemes for women returning from career breaks should be accompanied by other gender
equality policies. The success of the measure may be impeded by a lack of harmonisation with other
policy elements that aim to address gender inequalities in the scientific field.
Organisational context
The measure is about every male and female researcher having equal opportunities. Therefore, the
aim of the initiative should not be to create an undue advantage for women who have taken voluntary
or involuntary career breaks or discriminate men or women who have had a linear course of full-time
employment, but simply to remove barriers to a level playing field within organisations. Many other
factors play a role in women's success as researchers and leaders. Consequently, the measure should
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be accompanied by other actions at the organisational level to support outstanding female researchers. It is also of great importance that the focus should stay on real performance and research should
remain excellent-based.
In case of improper advertising or the lack of promotion and information on the intervention within
the organisation there is some chance that the possibility of participating in such programmes is overlooked by employees who are entitled to the given benefits. Transparency of this kind of measures is
key to their success.
Sources
Etzkowitz, Henry, Carol C. Kemelgor and Brian Uzzi. 2000. Athena Unbound: The Advancement of
Women in Science and Technology. Cambridge, MA: Cambridge University.
Etzkowitz, Henry and Marina Ranga. 2011. Gender dynamics in science and technology: from the
‘leaky pipeline’ to the ‘vanish box’. Brussels Economic Review, Vol. 54 (2/3), Summer-Autumn.
European Commission, Directorate-General for Research. 2010. Stocktaking 10 years of ‘Women in
Science’ policy by the European Commission 1999-2009. Edited by Marina Marchetti and Tiia Raudma,
Publications Office of the European Union, Luxembourg, Accessed November 22, 2018. https://ec.europa.eu/research/swafs/pdf/pub_gender_equality/stocktaking-10-years-of-women-in-sciencebook_en.pdf
Greenhaus, Jeffrey H. and Nicholas J. Beutell. 1985. Sources and conflict between work and family
roles. Academy of Management Review, 10(1), pp. 76-88.
Hewlett, Sylvia Ann. 2007. Off-Ramps and On-Ramps: Keeping talented women on the road to success.
Harvard Business School Press, Cambridge.
Laursen, Sandra L., Ann E. Austin, Melissa Soto, and Dalinda Martinez. 2015. Strategic Institutional
Change to Support Advancement of Women Scientists in the Academy. In Women in the geosciences:
Practical, positive practices toward parity, edited by Mary A. Holmes, Suzanne O'Connell, Kuheli Dutt,
and Ann E. Austin. Special Publications 70. Washington, District of Columbia, Hoboken, New Jersey:
American Geophysical Union. Wiley.
Mavriplis, Catherine, Rachelle Heller, Cheryl Beil, Kim Dam, Natalya Yassinskaya, Megan Shaw and
Charlene Sorensen. 2010. Mind the Gap: Women in STEM Career Breaks. Journal of Technology Management & Innovation, Vol. 5, No. 1.

4.12 Work Life Balance
The intervention type "Work-Life-Balance" covers the intervention format "flexible working time" which is
also covered by an impact story.
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4.12.1 Impact Story Flexible working time
Impact Story
Flexible working time
Intervention Definition
From the gender equality point of view, flexible working time is introduced to enhance the reconciliation between working and private lives of employees and to enable them to care for their children
and their elderly relatives beside their work related responsibilities (Eurofound 2012, 13; Wilke 2014,
26; Hill et al. 2001, 50). Full-time employment is considered one of the essential mechanisms for the
gendered allocation of work and housework. Therefore, offering possibilities for part-time work, individual working time arrangements or flexitime are often seen as essential steps to allow fathers and
mothers to be involved more equally in childcare activities and to enable women to work more stably.
This will not only be beneficial for promoting gender equality in the labour market but will also promote the redistribution of reproductive work to men and will therefore increase the time available
for female labour market participation (Hielscher 2000, 51; Steinrücke and Jürgens 2003, 138). There
are numerous variants of flexible working hour models (e.g. flexitime, time banking, and sabbaticals);
the flexibility is normally regulated by defining the minimum/maximum of daily and weekly hours,
core working hours, as well as overtime credits and overtime compensation possibilities (Klein-Schneider 1999, 39). Furthermore, such measures are very often accompanied by flexible working possibilities like home office etc. Flexible working time arrangements that contribute to gender equality must
be worker-led and not employer-led. Worker-led flexibility consists of working practices in which
workers have a certain degree of autonomy to decide when they want to work or if they want to work
from home etc. (Fagan et al. 2012, 28).
Intervention Definition Short
Flexible working time arrangements should enhance the compatibility of work and family and consequently establish a more work-life balance oriented working culture. These new working conditions
will attract more women and will enable women to climb the career ladder faster as it reduces the
motherhood impact on working time and on career progression. However, flexible working time arrangements should also motivate fathers to get actively involved in childcare activities.
Objectives
(1) Increase the number of women in R&I positions
(2) Improve working conditions / work-life balance
(4) Implement gender-fair organisational structures
Output
The measures’ short term output are on the one hand different regulations and agreements on working time arrangements and on the other hand the number of employees using these agreements and
regulations to reconcile work and private life (Stolz-Willig 2004, 71). This output can be measured by
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the change of share of part-time employees by sex, taking into account the hourly rate of part-time
work, however. Because flexible working hours that contribute to gender equality should allow parttime work, which ensures a decent living. The case study on the Compliance Centers for Excellent
Technology (COMET) provides evidence that the share of part time positions are increasing in the
participating research performing organisations. Some of these organisations are also offering very
flexible working time arrangements.
Output Short
Outputs are on the one hand the regulations and agreements governing flexible working time arrangements and on the other the usage of such arrangements by employees.
Output indicators
2.1.1 Employment by full-time and part-time status and sex
Outcome
Flexible working time allows parents to adjust their working hours to their children’s schedule and
share care work more equally (Shockley and Allen 2010, 139; Steinrücke and Jürgens 2003, 137; Linne
2002, 28; Hill et al. 2001, 55; Hielscher 2000, 48; Jürgens 2002, 18). They can better deal with unexpected childcare situations like illness and, generally, flexible working time helps reduce stress in everyday life and work-family conflicts (Linne 2002, 28; Golden 2015, 3; Russell et al. 2009, 86; Jürgens
2002, 18; Hill et al. 2001, 55). A better work-life balance due to flexible working time arrangements
also contributes to higher levels of job satisfaction and higher retention rates as employees who are
more satisfied with their working conditions are less likely to leave the research-performing organisation (Holzinger and Hafellner 2016). This also has positive effects on health and leads to less sickness
absence (Lott 2017, 8–9; Eurofound 2012, 55; Eurofound 2017, 39). Moreover, individual needs in
other stages of life can be better coordinated, like social engagement, training, stays abroad or care
for the elderly, which is still, similarly to childcare, predominantly undertaken by women (Ulrich and
Wiese 2011, 57; Jürgens 2002, 20; Peplinski 2007, 248; Lange and Heitkötter 2007, 191-192; Linne
2002, 44; Schieman and Glavin 2008, 610; Clark 2000, 755; Hildebrandt 2004, 342; Eurofound 2013,
47). Furthermore, shorter parental leave periods of women may be an outcome of the measure as
mothers can return to work earlier if fathers reduce working hours to contribute to childcare.
Outcome Short
The outcome of flexible working time arrangements are mostly on the level of an improved compatibility of family and career, on the level of job satisfaction and retention rates of employees.
Outcome indicators
2.1.1 Extent of experienced work-family-conflict
2.1.1 Perceived challenges in balancing private life and work
2.1.1 Perceived interpersonal conflicts related to family obligations
2.1.1 Satisfaction with current work-life balance
2.1.1 Average duration of parental leave periods by sex

EFFORTI

124

EFFORTI - Collection of good practices and lessons learned

2.1.1 Number of sick days
2.1.1 Fluctuation at the department/sex
2.1.1 Main differences of actual working hours between men and women in full-time and in part-time
employment
2.2.2 Positive individual job rating
Impact
In the long run, flexible working time presents a significant benefit for employees, especially regarding
the reconciliation of work and family and, therefore, may be a crucial step towards gender equality
and the dissolution of the traditional division of labour (Golden 2015, 3; Brinkmann and Fehre 2009,
174; Peplinski 2007, 247; Lange and Heitkötter 2007, 190; Hielscher 2000, 51; Linne 2002, 44). It can
also increase the labour market participation of women, as it allows both parents with small children
and persons with care responsibilities gainful employment. The Austrian COMET case study showed
that managers of these research-performing organisations expected that better compatibility of work
and private life, shorter parental leave periods of women and flexible working time arrangements for
leadership positions would increase the chances of women to climb the career ladder and to be promoted into executive and managerial positions.
On the organisational level, the measure can contribute to increasing the attractiveness of the employer and of research careers. The described positive impacts are highly dependent on how and for
what purpose flexible working time is implemented (see paragraph on organisational context).
The improved working conditions also show indirect effects on productivity because employees are
more motivated and more loyal to their employers (Eurofound 2012, 37ff) and can deal with their
work tasks when they are most productive (Hill et al. 2001, 55).
Impact short
Flexible working time arrangements will increase the compatibility of family and career and will consequently foster the participation of women in research and innovation positions and their chances
to be promoted into decision-making positions. This will contribute to a higher career satisfaction and
to an improved attractiveness of research careers. Through higher job satisfaction and a better usage
of available talents, the turnover of companies could be increased.
Impact indicators short
1.1.1 Share of female researchers by staff category
1.1.1 Women’s participation in paid work
1.1.2 Proportion of women in leadership positions
1.1.2 Glass Ceiling Index
2.1.1 Share of entitled men and women using parental leave
2.1.1 New work-life balance oriented working culture
2.2.2 Positive individual job rating
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2.2.2 Satisfaction with career differentiated by sex, staff category and usage of flexible working time
arrangements
5.1.3 Improved attractiveness of researchers careers across the EU
5.3.1 Turnover of company/number of employees
Policy Context
Flexible working time is offered by research and development companies and organisations to ease
work-life conflicts that have their origin mainly in responsibilities for childcare and care for elderly
people. Therefore, the usage of flexible working time arrangements depends on the one hand very
much on the prevalent gender stereotypes and gendered norms in each country and on the other on
the availability of public child care services like pre-kindergarten and kindergarten. This influences the
demand for specific forms of flexible working time arrangements: in some countries, women work
mostly part-time to be able to combine work and childcare activities whereas men are mostly working
full-time and are hardly involved in activities related to childcare and housework. Therefore, flexible
working time arrangement can ease work-life conflicts but they can also contribute to stabilising dominant gender norms and gendered division of labour.
Organisational Context
On the organisational level, it is important that flexible working time arrangements are not designed
for and/or used only by a specific group for employees e.g. women with young children but that these
arrangements are available for all employees and are also used by a variety of employees. In addition,
it is important that employees who make use of flexible working time arrangements are not treated
or valued differently than employees with standard working time arrangements. Furthermore, some
conditions have to be fulfilled for flexible working time to be effective as a gender equality measure.
There may be a downside to the approach: flexible working hours are subject of a constant conflict of
the employer’s and employee’s interests. A long-term dominance of the employer’s interest combined with growing individual responsibility can lead to more multi-tasking, overtime, constant availability, stress and even burnout (Schieman and Glavin 2008, 609-610; Gerst 2003, 65; Janke et al.
2014, 98, 101; Haipeter et al. 2002, 366; Hielscher 2000, 58; Stolz-Willig 2004, 72; Schieman and Young
2010, 1405). This risk of a work-home conflict due to an employer-oriented working schedule has
presented itself even higher for female employees, while men benefit more from flexible working
hours (Lott 2017, 23; Eurofound 2012, 17). Another very important potential risk is that if only women
pursue "flexibility", then they may contribute to a devaluation of the female part of the workforce
and construe an image of women as merely "partly" or "sometimes" contributing fully to work and
production. Flexible working time therefore contributes to gender equality only if it means time sovereignty for employees, but not if working time is organised purely according to the needs of the
employer.
Sources
Brinkmann, Tanja M.; Fehre, Rena (2009): Auf dem Weg zum familienbewussten Unternehmen - ein
hindernisreicher Lernprozess. Ergebnisse einer qualitativen Studie. In: Arbeit 18 (3), S. 173–185.
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5

Glossary

Glossary
EC

European Commission

EFFORTI

Evaluation Framework for Promoting Gender Equality in Research and Innovation

EIGE

European Institute for Gender Equality

ERA

European Research Area

EU

European Union

GE

gender equality

HEI

higher education institution

IGAR

integration of gender analysis into research

I-O-O-I

inputs, outputs, outcomes and impact

MINT

mathematics, information technology, natural sciences and technology

OECD

Organisation for Economic Cooperation and Development

PhD

Doctor of Philosophy

R&D

research and development

R&I

research and innovation

RFO

research funding organisation

RIO

Research and Innovation Observatory

RPO

research performing organisation

RTD

research and technological development

RTDI

research, technological development and innovation

SET

science, engineering and technology

STEM

science, technology, engineering and mathematics

SWAFS

Science with and for Society

TBIE

theory-based impact evaluation
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