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GE in academia in CEE countries – caught between
cliche and reality
strong bottomup initiatives
with little
institutional
solutions

EU as external
support for GE
low financial
resources for
academia

no (very few) GEPs

CEE institutions as wellseen partners in Horizon
grants

„gender ideology” debate
gender balance due
to postsocialist
legacy
belief that GE
policy opposes
meritocracy

repressions to gender studies

European GE project partners in and around Europe
•
•
•
•

60 respondents selected at least one project
Projects not isolated but form an international community
Most central actors: Austria, Italy, Poland and Spain
Some of the South-Eastern European countries are entirely disconnected, such as
Montenegro and Macedonia.

Project partner network on the European map (n = 368). Analysis caried out by Sybille Reidl and Lisa Schön, JOANNEUM RESEARCH.
Source: Community Mapping Report: Cooperation, Barriers and Progress in Advancing Gender Equality in Research Organisations,
available online: https://act-on-gender.eu/community-mapping

About the ACT Project
• “Communities of PrACTice for Accelerating Gender Equality
and Institutional Change in Research and Innovation across
Europe” (https://act-on-gender.eu/)
• May 2018 - April 2021
• Horizon 2020 project (agreement no 788204) that involves
universities, research centres and research funding
organisations
• ACT seeks to advance gender equality at universities,
research centres and research funding organisations by
facilitating collaboration between experienced institutions in the
implementation of gender equality plans with less experienced
ones

On the way to Gender Equality Community of Practice for Gender
Equality in Central and Eastern Europe

https://geincee.act-on-gender.eu/
Twitter @ACTonGEinCEE

GEinCEE Community of Practice
Support for
institutions

Gathering
knowledge about
the regional
situation

• Learning and exchange knowledge
• Support for GE measures implementation
• Survey tool for gender equality monitoring
(GEAM)

• Community mapping survey 2019
• Institutional mapping of GE policies 2020
• Comparative analysis of GEAM results
(and other studies) in the region – in 2021

Gathering knowledge within the ACT project
Community Mapping Survey
Online survey: 27.11.2018-17.02.2019

Institutional Analysis – Mapping
of GE policies

Snowball sampling

Data collection from institutions: April
2019-May 2020

82 survey responses from 11 CEE
countries (mainly from Poland, Slovenia
and Bulgaria)

27 institutions – 19 from Poland, 3
Lithuania, 3 Czech Republic, 1 Slovakia,
1 Cyprus

Mosty researchers, then leaders and GE
representatives

Open access to results

Aims: among others, to get information
about the status quo of gender equality
implementation activities
Report: Reild, Krzaklewska, Schön, Warat

(2019)
https://zenodo.org/record/3247433#.X6vo8h
bdjDf

Aims: identyfying existing legislations,

measures and bodies regarding gender
equality, phase of implementation of HR
Excellence in Research
Research in progress: possiblity to add more
institutions, update of the map in February 2021

Interactive online map

https://geincee.act-on-gender.eu/gender-equality-mapping

Theoretical framework
Feminist institutionalism
• Gendered organisations
• Broad understanding of institutions
• Potentiality of organisational change

Gendered organisations / academia
• “ (...) patterned through and in terms of a distinction between
male and female, masculine and feminine” (Acker 1990: 146)
• Gendering hidden in processes and practices conceived as
gender neutral (Acker 1992)
• Explains gender inequalities, e.g. gender disproportions in
academic decision making, gender pay gap, devaluation
of work of female scientists (EC 2019; Moss-Racusin et al.,
2012; Clavero, Galligan 2020)

Broad understanding of institutions
• Both formal and informal norms, rules, routines and forms of
understanding that are known, accepted, and regarded as
legitimate and, therefore, difficult to change (Powell,
DiMaggio 1991; DiMaggio 1998; Mackey et al. 2010; Waylen
2014; Clavero, Galligan 2020)
• Focus on power relations, resistance and reproduction
(Mackey et al. 2010; Waylen 2016)

Potentiality of organisational change
• Informal gender norms may contradict formal rules and impair the
impact of gender equality reforms in academia (Verge et al. 2018;
Clavero, Galligan 2020)
• Change driven by both endogenous and exogenous factors
(Waylen 2009; Mackey et. al. 2010; O’Connor 2020; Clavero,
Galligan 2020)
• Agency of actors to provide change: women’s movements, feminist
organizations, policy agencies, feminist bureaucrats (Waylen 2014),
organisational leaders (O’Connor 2020)
• Role of organisational context of opportunities and constraints →
role of explicit and implicit resistance (Mergaert, Lombardo 2014;
Clavero, Galligan 2020)
• External change drivers → wider gender order: societal norms and
practices (Waylen 2014) → organisational change through
institutions, movements, policies (Clavero, Galligan 2020)

Questions we will reflect on…
What are the legal and institutional frameworks
for GE in academia that exist in CEE?
What are the internal and external drivers to
institutional change in CEE research organisations?

GE bodies and
representatives

Existing GE
measures

HR Excellence
in Research Award

Bodies responsible
for GE

INDIVIDUAL POSITIONS
•
Academic Ombudsman
•
Spokesperson for Academic Rights and
Values
•
Spokespersons of Trust
•
Spokesman for Equal Treatment and
Anti-discrimination
•
Rector’s Proxy for Equal Treatment
•
Rector’s Plenipotentiary for Equal
Treatment
•
Rector’s Proxy for Equal Treatment
•
Rector’s Proxy for Equal Treatment
•
Proxy for Equal Treatment at the
Faculty of Social Sciences
•
Rector’s Proxy for the Prevention of
Mobbing and Discrimination
•
Rector’s Proxy for prevention of
discrimination practices
•
Rector’s Proxy for Prevention of
Mobbing
•
Rector’s Proxy for Student Safety and
Security
•
Rector’s Proxy for Student Security
•
Rector’s Plenipotentiary for Social
Responsibility of the University
•
Rector’s Plenipotentiary for Persons
with Disabilities
•
Dean’s Proxy for Gender Equality
•
Rector's Proxy for Corporate Social
Responsibility
•
Rector’s Proxy for Social
Responsibility
•
Rector's Proxy for Social Responsibility
of the University
•
Trusted Confidant
•
Equal Opportunity Coordinator
•
Vice-Rector for Organization and
Community Development
•
GE Officer for CHANGE
Implementation
•
Equal opportunity chief specialist
•
Gender equality coordinator

COMMITTEES/COMMISSIONS
•
Rector’s Committee for
Problems, Prevention of
Mobbing, Sexual Harassment
and Discrimination of Students
•
Rector’s Committee for
Prevention of Mobbing
•
Rector’s Committee for
Preventing Discrimination
•
Anti-mobbing committee
•
Anti-mobbing Commission
•
Anti-mobbing Committee
•
Discrimination Prevention Team
•
Committee for the Prevention of
Discrimination
•
Conciliation Committee
•
Academic Ethics Commissions
•
Department for Community
Development
•
Ethics Commission
•
Rector's Commission for Equal
Treatment
•
Explanatory Commission
•
Gender Equality Committee
•
Equal Opportunity Panel of the
Masaryk University

DEPARTMENTS
•
Department for Security, Safety
and Equal Treatment – Safe UJ
•
Regional Development Institute,
Gender Studies Research Group
(former Gender Studies and
Research Centre)

GE Bodies
• Place within academic hierarchy: from Rector’s
proxy to project-related officer
• Responsibilities and decision-making power: from
advisory, awareness-raising, prevention activities,
policy-making to examining cases of discrimination,
initiating investigations and requesting disciplinary
action against people committing discrimination
• Scope of operation: wider framework of operation,
rarely gender equality specific
• Resources: from established offices and/or diverse
bodies with concrete responsiblities to a ‚one-person
without a budget’ (TBC by further research)

Gender Equality Measures

Awarenessraising

Gender
Equality
Plan

Mobbing,
Sexual
Harassment

Work-Life
Balance

Integration
of gender
into research
and teaching

Decisionmaking and
leadership
Career
progression

GEP implementation - regional differences
• Only 10% of respondents from Eastern/South-Eastern European
countries report a GEP in their institution
• In all other regions of Europe, it is between 60-74%
• Observed GEP initiative in the region

Community Mapping results, 2019

Potential for GEP development
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Most respondents see progress in relation to gender equality at their
organisations (45%), 30% regress or stagnation, 25% cannot assess it
Community Mapping results, 2019

GEP in institutional mapping
• Developed mostly under the European projects or HR Excellence Award
➢ Cracow University of Technology: “Gender Equality in Engineering
through Communication and Commitment”
➢ Department of Physics, Astronomy and Applied Computer Science of JU:
GENERA
➢ Masaryk University: LIBRA project (GEP I) and HR Award Activity Plan
(GEP II)
➢ Vilnius University: SPEAR - Supporting and Implementing Plans for
Gender Equality in Academia and Research (planned)
• Entails the implementation of gender equality measures in other policy areas

Career progression
Most often indicated as implemented
From the EU through Labour Code and/or the national law on equal treatment of
women and men to Staff Regulations
Broad, general framework: anti-discrimination and equal opportunity policies

Principle of non-discrimination on any grounds

Prevention of discrimination / Counteracting discrimination in employment

Equal treatment in employment

Equal pay measure

Mobbing, Sexual Harassment
• Transposition of Labour Code and/or the national law on equal treatment of
women and men into Staff Regulations: Implementing anti-mobbing and antidiscrimination procedures and regulations

• Embedded in values: principle of mutual respect and kindness (ban on
mobbing and harassment) (University of Gdańsk), principle of tolerance and
respect of an academic teacher (University of Wrocław)
• Bodies: disciplinary spokesperson/ prosecutor and disciplinary panel (JU),
Trusted Confidants (Cardinal Stefan Wyszyński University in Warsaw, Medical
University of Warsaw), Rector’s Proxy for prevention of mobbing and
discrimination (University of Gdańsk), mobbing committee (Poznań University
of Economics and Business, Medical University of Warsaw)
• Training on mobbing and sexual harassment

Work-Life Balance
• Flexible work arrangements for academic staff
• Childcare support (nurseries, kindergartens)

• Social benefits for employees and members of their families
• Buildings and spaces adapted to the needs of parents – elevators, ramps
for baby strollers, rooms for breast-feeding, changing places for infants
and small children, playgrounds for children
• Babysitting during chosen events

Decision-making and leadership
Implemented only in few institutions

Promoting equal representation in decision-making

Balanced representation of women and men in the governing structures

Gender balance of the staff presented in the Policy of employees’ recruitment as a
goal to being achieved through gender-balanced recruitment commissions

Equal gender representation when forming commissions that carry out expert
evaluations of applicants for academic positions and staff reappointments

Monitoring of representation of women in decision-making and advisory
bodies

Integration of gender into research and teaching

Gender studies

Gender courses

Comprehensive
approach to
integrate gender
into research

Activities in relation to gender dimension in research and
teaching (implemented at least once)
Inclusion of sex/gender issues in teaching curricula

29

Collection of sex-/gender-disaggregated data within
research projects
Integration of a sex/gender dimension in research
programmes and policies
Training for research staff regarding methods for
implementing gender as a research dimension
Special research unit to conduct research projects
that consider a gender dimension
Guidelines and/or training materials for researchers
and research managers
Dedicated gender issues diploma/gender studies
programme
Inclusion of a gender dimension in research
monitoring and evaluation tools/systems
Dedicated budget for gender-related projects and/or
studies
Dedicated office/qualified staff advising on the
inclusion of a gender dimension in research and/or…
Use of sex/gender criteria in the evaluation of the
research content of programmes, projects and…
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Community Mapping results, 2019

Awareness-raising
• Websites with information on discrimination, policies, procedures, current
events dedicated to equality and diversity
• Equality / Anti-discrimination training and workshops for researchers,
academic, managers and administrative staff
• Moodle (online) modules as part of mandatory Health and Safety courses for
students, PhD students and staff available in Polish and English

• Campaigns, conferences, panel discussions; presentation of successful
female scientists
• Gender-sensitive communication

External drivers – HR Excellence in
Research
• Importance of external 'push' - prestige of
award
• Gender balance and non-discrimination
principle, recruitment of researchers
• Little/superficial impact on GE policies
• Exceptions: institutions with strong internal
motivation for GE or in case of synergies
with international projects

External support needed to improve GE
Funding from international
grants

74%

Funding from national grants

60%
External trainings (e.g. on
unconscious bias,
discrimination, etc.)
Expertise in form of talks,
lectures, counseling

58%
46%

Funding from other sources
than grants

43%

External evaluation of existing
GEP/gender equality
measures
Base for action through a firm
legal basis and regulations

41%
33%

Other public policy measures
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Drivers of organisational change
in research and academia in CEE

Conclusions

• International incentives (EC framework
programmes, HR Excellence in Research) as main
drivers for implementing GE measures/ GEPs
• Efforts of internal, local change agents (gender
equality representatives, feminist researchers)
• Organisational GE regulations often copied from
national regulations (e.g. Labour code)
• Broad antidiscrimination and equality framework –
little usage of gender equality framework
• Soft vs hard, special measures
• Need for institutional initiatives with measures
based on comprehensive status quo assessment and
tailored-made solutions → good practices from CEE
region (Masaryk University, "Šiauliai University
Council Election Tactics and Strategy to enable
women representation”)

EU as organisational change driver
New EC Gender Equality Strategy 2020-2025
✓ possibility of requiring a GEP from applicants for Horizon Europe funding
✓ increasing number of women-led technology start-ups
✓ support and funding for gender and intersectional research in Horizon Europe
‘A Union of Equality: Gender Equality Strategy 2020-2025’ released on 5 March
2020
New European Research Area framework
➢ ERA Priority 4: Gender equality and gender mainstreaming in research –
careers, decision-making, gender dimension
➢ addressing intersecting social categories (e.g. ethnicity, sexual orientation,
disability, age, social origin)
➢ development of inclusive gender equality plans with Member States and
stakeholders in order to promote the EU gender equality in R&I
“A new ERA for Research and Innovation” adopted on 30 Sept. 2020
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Thank you for your attention!
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