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Executive summary

In the first half of November 2021, we had the pleasure of holding an online study visit on gender
equality policies in two large and public universities in Catalonia (Spain): the Rovira i Virgili
University (URV) and the Polytechnic University of Catalonia (UPC). The objective of this study
visit was to learn from the experiences of universities with long-standing background on
implementing gender equality plans (GEPs) and discuss inputs for further development of GEPs

in the TARGET universities and other research organisations. Topics for discussion were:
o Development and institutionalisation of gender equality policies

e Policies and measures adopted to foster gender equality in research (team composition

and research content) and their impact

e Policies and measures adopted to foster the gender dimension in teaching and their

impact
This report summarises the outcomes of this visit.

We are deeply grateful to the teams at URV and UPC for their enthusiasm and warm collaboration.
Our gratitude also for the team at the Autonomous University of Barcelona, where the planned

study visit had to be cancelled on short notice due to a cyberattack on its informatic system.

Our only regret is not having been able to conduct an on-site visit as initially envisaged.



Table of contents

T o) =T 0] o) o/ AT = o () 1P PP 4
B 0315 10T LU o) o PP 1
2 Agenda and PArtiCIPANTS ..o crcereesreeseesreeseseesseesesssesssesssesssessssssse s s s sees s s sss b s bbb bbbt senaas 5
2.1 A NI ettt ettt e bR R RS EeER AR R AR e E R R 5
2.2 D O 0121 L 3 7

3 ROVIra i VIrgili UNIVEISILY cuuuceieeiessreessessssesssssssssssssssses s sssssssssesssssssssssssssssssssssssssssssssssssssssessssssssssssasssssssssssssans 8
3.1 EQUALIEY UTE cootereeceeceeceseeseessesssessseessessseesse e s ess s s s sesse s bbb s s s e 8
3.2 Initiatives on gender in teaching and reSEarch ... seessessesseenes 24
3.2.1 Gender dimension in teaChing CONENT ......o.oruiereereeerecereetrees e serse s seesss s sssssesssssssesans 24
3.2.2  FUNAiNgG GENAET STUAIES .euvcuueereeereeueesreesseesseessesssessesssssessesssesssssssesssessssssss s s ssssssasssssssasans 33
3.2.3 Initiatives to integrate the gender dimension in PhD thesis........ncneenceneenn. 44
3.2.4 Gender criteria in the evaluation and funding of URV research groups ........ccccenueee. 46

R T0Z N T 1534 1 e LT ot D E] T ) o D PP 50

4 Polytechnic University of Catalonia (UPC)....eeneeseesessessssessesesssssssesssesssssssssssssssssssssssssssssses 51
4.1 Evolution of gender equality POLICIES ......ovuerienreerneeneeeseeiseeseesseesseessesseessssesssssseessssssesssssssssssesaes 51
4.2 Initiatives on gender in teaching and reSEarch ... seesesssesssenes 60
2 N O A=) o174 1 60
4.2.2 Gender dimension iN IESEATCH ... ssss s 64
4.2.3 Gender dimension iN tEACKING ..ot sre et ss e ee s st senes 70
ANNEX — BACKZTOUNA NOTE c..ceeceeeieeeeeeeeesse ettt et essees s e es s bbb s s s st s e e 85
ROVITA 1 VITZIll UNIVETISILY «.ceieeieureiueesseiseesseseesesssessessse s sessesssesssssssessssssesssssssesssssssessssssss s sesssasssasssssssssasssanes 85

Polytechnic University Of Catalonia ... cccnecuseesseeseisessesssessesssesssssssesssesssssssesssssessssssssssssssssasssssssesssssanes 87



List of abbreviations

AQU Catalan Quality Agency for the Higher Education System

ELIAMEP Hellenic Foundation for European and Foreign Policy

ECTS European Credit Transfer and Accumulation System
GEP Gender Equality Plan

GREC Gender, Race, Ethnicity and Class (URV’s research group)
[HS Institute of High Studies

R&I Research and Innovation

RMEI Mediterranean Network of Engineering Schools
RPO Research Performing Organisation

STEM Science, Technology, Engineering, and Mathematics
UB University of Belgrade

UH2C Université Hassan II de Casablanca

URV Rovira i Virgili University

UPC Polytechnic University of Catalonia



TARGET - 741672 D2.6 RPO study visit

1 Introduction

In the first half of November 2021, we had the pleasure of holding an online study visit on gender

equality policies in two large and public universities in Catalonia (Spain): Rovira i Virgili

University (URV) and Polytechnic University of Catalonia (UPC).

The objective of this study visit was to learn from the experiences of universities with long-
standing background on implementing gender equality plans (GEPs) and discuss inputs for
further development of GEPs by TARGET partners, namely universities and other research

performing organisations (RPOs). Topics for discussion were:
o Development and institutionalisation of gender equality policies

e Policies and measures adopted to foster gender equality in research (team composition

and research content) and their impact

e Policies and measures adopted to foster the gender dimension in teaching and their
impact
To facilitate active participation, a background note was distributed in advance providing an

overview of the universities and their gender equality policies?.

We are deeply grateful to the teams at URV and UPC for their enthusiasm and warm collaboration.
Our gratitude also for the team at the Autonomous University of Barcelona, where the planned

study visit had to be cancelled on short notice due to a cyberattack on its informatic system.
Our only regret is not having been able to conduct an on-site visit as initially envisaged.

This report presents the outcomes of this study visit. The main inputs for TARGET partners are

summarised below.
Context

In general, Catalan universities have benefited from a favourable national and regional legal

context for gender equality:

e Theapproval in 2007 of the Spanish Equality Law2 between men and women that included
the obligation of public bodies and companies with more than 250 employees to develop

a GEP in cooperation with workers’ representatives. Gender experts from the Gender,

! See annex.
2 Organic Law 3/2007 on effective equality between women and men
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Race, Ethnicity and Class (GREC) research group at URV, together with other gender
experts from other universities and feminist organisations, were key in the design of this

law.

The Catalan Agency for University Quality Assurance (AQU) launched in 2020 a pioneering
measure in Europe with the introduction of a general framework for incorporating the
gender perspective in higher education teaching. This framework has to be applied in all
degree programmes at Catalan universities in terms of assessment, monitoring,
modification and accreditation of courses. The gender perspective in teaching has to be
included in a comprehensive way, including competences, learning results, teaching

methodology, specific subjects, etc.

Institutional setting

Both universities approved their first GEPs in 2007 and are now implementing their third (URV)

and fourth (UPC) GEP. Also, in both universities, rectorate support for gender equality has been

significant:

In URV rectorate support started in 2006, with the rectorate team including a gender
expert from the GREC. Since then, each team has been committed to gender equality and

has included gender equality monitoring in their annual report.

The UPC created in 2019 the figure of Vice-Rectorate for Social Responsibility and
Equality, which has meant a greater focus to gender equality policies, including higher

resources and budget for equality policies.

At the university level, URV and UPC have an Equality Unit for implementing policies (despite a

tight budget and small staff), and a Gender Equality Commission with representatives of different

university sectors that acts as an advisory and monitoring body. For both universities, the creation

of a gender equality structure at each faculty or school has been an important institutional aspect

for improving coordination and implementation of gender equality policies. This has been

especially important for the UPC, because Deans have significant autonomy and faculties and

schools are separated geographically.

Key fact

In order to gain rectorate’s support, it has been crucial:

The active role played by gender experts within the institution

Framing gender equality as a matter of university excellence in teaching and research
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Monitoring: key for raising awareness and tackling resistance

Both universities have shown how effective it can be to use monitoring for supporting a reflexive
approach to advance structural change. Monitoring has been key for raising awareness and

tackling resistance:

e Equality Units in both universities track the evolution of annual sex-disaggregated data,

including gender disparities in different professorship levels.

e Despite initial resistance by some staff to accept the results of the first reports, annual data
has gained more significance and acceptance through the years. Moreover, the
compromise of both universities with SDGs helps them to have more indicators on

equality issues.

Significant progress in women'’s access to high-level positions

In 2021, both universities still have a majority of men in Grade A positions (full professors).
Nevertheless, there has been significant progress since their first GEPs, with improvements in
gender balance in this area as well as in top-management positions. For instance, ifin 2020 29%

UPCs Vice-Rectorates were women, in 2021’s elections it reached 50%.

Gender in research

Both universities have implemented different measures to support the integration of the gender

dimension in research content and foster gender balance in research teams.

URV adopted in 2019 a funding measure: gender criteria represent a 10% of the total evaluation

when assigning funds to research groups. Other measures are:

e (ConFund programme, with dedicated resources for PhD projects on gender studies.
e Promotion of underrepresented groups in hiring and gender balance in supervisory
bodies and committees.
e Seminars to promote the integration of the gender perspective in PhDs, with 100
participants in 2020.
UPC supports researchers to present proposals that take into account the gender dimension,

which is an important aspect in international calls. Support includes:

e Generate gender-sensitive ideas for research proposals
e C(Choose a gender-sensitive methodology
e (ollect gender-sensitive data and analyse and report data in a gender-sensitive way

e Use gender-neutral language and images,
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e Disseminate results in a gender-sensitive way

Gender in teaching

The new framework for gender in higher education created by AQU has motivated the
introduction of transversal gender competencies in all Catalan universities’ curricula, but URV and

UPC have taken further innovations in this field.

URYV has included gender equality training as a transversal competency that must be evaluated at
least twice in mandatory subjects. A challenge here is the lack of training of teachers. Faculties
with experts on gender studies have less difficulties, a type of profile that technical schools lack.
For this reason, the Equality Unit is working on gender equality modules for specific gender
equality content related to subjects’ topics. In 2020 the Equality Unit started a transversal gender
equality course called ‘Gender, Science and Social Change’ that Faculties can adopt as an optional

course. Students can choose how many modules to do to adapt the course to their specific studies.

UPC launched the pilot project GiD (gender in teaching) in 2018, with the aim to acquire know-
how and develop contents and specific actions to integrate the gender dimension in teaching. The
pilot project adopted a cross-cutting and bottom-up approach, involving volunteer teachers from
different disciplines. The main result is the UPC guide with 40 actions in four levels: ‘fundamental
actions’, ‘easy to apply actions’, ‘advanced actions’, and ‘expert actions’. Institutional commitment
has been a key aspect for the success of the pilot project and it is expected further developments

in this field.
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2  Agenda and participants

2.1 Agenda

Due to the Covid-19 pandemic the planned on-site study visit was organised online via Zoom.

4 November 2021 - URV
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10 November 2021 - UPC
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2.2 Participants

4 November 2021 - URV

Anastasia Zampaniotou
Angela Wroblewski
Angelina Kussy
Benjami Martorell
Dasa Duhacek
Ester Sabate

Inma Pastor

Maria Caprile
Milica Mirazié

Mina Bettachy
Oana Moldovan
Paloma Pont6n

Yolanda Vifiuales

10 November 2021 - UPC

Amaia Lusa Garcia
Angela Wroblewski
Angelina Kussy
Dasa Duhacek

Dia Anagnostou
Didac Ferrer
Elisabet Mas de les Valls
Irene Jorge

Maria Caprile
Milica Mirazié

Mina Bettachy

Silvia Gomez-Castan

RMEI

[HS

NOTUS

URYV, speaker
UB

URYV, speaker
URYV, speaker
NOTUS, facilitator
UB

UH2C

URYV, speaker
URYV, speaker
URYV, speaker

UPC, speaker
[HS

NOTUS

UB

ELIAMEP
UPC

UPC, speaker
UPC, speaker
NOTUS, facilitator
UB

UH2C

UPC, speaker

D2.6 RPO study visit
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Rovira i Virgili University

Inma Pastor, Director of the Equality Unit, welcomes the TARGET participants, presents the
agenda and introduces the URV speakers. Maria Caprile thanks Imma Pastor and the URV team
for their collaboration and opens a tour de table for introducing TARGET participants.
Participating partners are the two universities (UH2C, UB), the network of engineering schools
(RMEI), the coordinator (HIS) and NOTUS (supporting partner in charge of the organisation of the

study visit). The session is conducted in Spanish and English with simultaneous interpretation.

2.3 Equality Unit

Imma Pastor begins her presentation by providing and overview of the institutionalisation of
gender equality policies at the URV. Other aspects addressed by Imma Pastor and Virginia Miravé,
technician of the Equality Unit, are: gender equality structures and resources; GEP design,

monitoring and evaluation.
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Discussion highlights inputs of special importance for further development of GEPs in TARGET

partners.
Institutionalisation of gender equality policies: resistances and facilitating factors

In the URV, support from the rectorate began in 2005 - which is called ‘year zero’ in the Equality
Unit. To gain institutional support, a pivotal factor was the equality work done by gender scholars

in the URV. In 1999, the gender studies research group ‘Gender, Race, Ethnicity and Class’ (GREC)

21
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was founded. This group, composed of social scientists, initiated a discussion on existing gender

inequalities in the university and how to address them through seminars and publications.

Thanks to this, the URV was the first university in Spain to carry out a gender audit and to publish
a report on gender inequalities (2005). The audit was a possible due to the contribution of GREC
and the support of the rectorate team, which at that moment included a vice-rector who was also
a member of GREC. Thus, GREC acted as a ‘change agent’ providing gender expertise and gaining

institutional support.

The report faced initial resistance when it was officially presented. A part of the audience reacted
negatively, saying: ‘This is impossible. This data is wrong. There are many women in the
university.... According to Imma Pastor, the first response was negative because gender
imbalances — especially in top professorships and management positions — had been made
public for the first time, painting the university in a negative light. In 2006, the new rector
committed to developing the first Gender Equality Plan. Again, it was important that in the new
rectorate team there was a gender expert from the GREC. Strategically, the commission that had
to design the GEP included also professors who had not been involved in the audit and had diverse
backgrounds (for instance, STEM). In 2007 the first GEP was approved. It included the creation of
an Equality Observatory as the first gender equality structure of the university. In 2020, the third
GEP created the Equality Unit.

In the discussion a participant asks how significant has been to have a favourable legal framework.
According to Inma Pastor, the work done by feminist movements, gender scholars and progressive
political parties was key for the design and approval of the Equality Law in 2007. In her view,
putting the focus on the legal framework is not always the solution because sometimes the law is
not implemented or it is implemented in a too formal way. The experience of the URV shows how
important was the work carried out by the GREC to gain institutional support, even before the GEP
became mandatory. The GREC is an example of bridging gender expertise and activism. This
constant equality work was key for gaining the commitment of the rectorate and professors who

have authority and influence in the organisation.
Evolving gender structures and resources

Another point highlighted in the discussion is the importance of gender equality structures and
adequate resources. The experience of the URV illustrates how they may evolve. The first URV GEP
(2007) included the creation of an Equality Observatory as the first gender equality structure of
the university. In 2020, the third GEP created the Equality Unit. The Unit maintains the Equality
Observatory with the same initial functions of diagnosis and awareness raising. In addition, other

structures have been created:

22
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e Advisory Board, composed of both university staff and civil society figures, including
people from public institutions and companies, who advise the URV in policy
implementation.

o Equality Commission, which includes representatives from other university bodies (the
Programme and Quality unit, the Research Service, the Doctorate School, and the unit of
Social Compromise) as well as the faculties’ Equality Officers.

o The figure of the Equality Officer was created by the Equality Unit to coordinate gender
equality policies and to foster the initiative of faculties in the design and implementation

of concrete measures.

In terms of resources, the Unit has a tight budget dedicated to its functions and some basic annual
actions, such as the ceremony for an annual prize, making a calendar on women and science, and
other spending related to their services. For specific projects they seek funds through grants from

the Spanish and Catalan governments.

GEP design and implementation: focus on high priority measures, flexibility and

institutional embedment

The URV is currently implementing the third GEP, approved in 2020. The main objectives and
measures are very similar to that of all the other GEPs in Spain. The URV has always considered
that it was better to have a reduced number of measures and to give them high priority, while
having the flexibility to add new measures as new challenges appear. According to Inma Pastor,
gender inequality is so structural that the mechanisms through which inequality is maintained
evolve constantly. Therefore, plans have to be implemented in a flexible way. Furthermore,
structural change is a long-term process - advances cannot be expected from one day to the other.
In this sense, an important aspect is to work constantly with other structures of the university. A
participant highlights that gender equality policies should not be ‘isolated’. Counteracting this is

arisk is very important when the institution is starting to implement these policies.
Monitoring: key aspect for raising gender awareness and tackling resistances

Imma Pastor highlights the importance of monitoring and evaluation. Since the first audit in 2005,
there has been regular monitoring of data and an annual public report. Furthermore, URV has
been working for the past 10 years on a coordinated manner with other universities, especially
Catalan ones, on monitoring indicators and tools. Cooperation has been pivotal for improving

monitoring and also allowing comparative analysis. Annual reports have played a key role for
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raising awareness and tackling resistances. In Spain, several studies3 establish a clear and
significant relationship between the quality of the university (measured by international
rankings) and women representation. URV is one of the universities scoring high in both aspects.
This has contributed to strengthen top management commitment towards gender equality

policies.

A participant mentions that the presentation has shown the importance of adopting a reflexive
approach, similar to the TARGET approach. The annual report fosters faculties to compete to
improve their gender equality figures - an aspect which is highly relevant in the competitive
contexts of the universities. The participant asks how resistances were tackled. Inma Pastor
considers that the rectorate support was crucial. Also, other universities started to show similar
data, so it was becoming clear that the data was not wrong as some had claimed. And a definitive
aspect that has allowed further support is that figures have been improving since the first audit,
an improvement that has been fostered by new norms on women’s access to professional
categories at the national level. Such reforms are also a product of the work and pressure of

women'’s networks.
2.4 Initiatives on gender in teaching and research

2.4.1 Gender dimension in teaching content

Ester Sabaté, coordinator of the Programme and Quality Office, presents advances in the inclusion

of the gender perspective in teaching content.

3 Libro Blanco: Situacién de las mujeres en la ciencia espafiola (Sanchez de Madariaga et al., 2011)
Cientificas en Cifras (Puy et al., 2015)
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The Programme and Quality Office advises university management bodies on various aspects,
including the teaching model, student competencies and training. Ester provides URV’s context on
this issue. After the Bologna Declaration of 1999, there followed a homogenisation of the
European higher education systems to facilitate comparisons and mobility. There has been a
change of paradigm in the teaching programme, moving from a priority of professors teaching in
the classroom to putting the student at the centre, making competencies crucial. Two competency
levels exist. On the one hand the specific ones, related to the studies being carried out and its
professional aims. On the other hand, transversal competencies, of which the URV has seven. GE

training is included in the transversal competency on the application of ethics principles and
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social responsibility, which also includes other levels such as environmental sustainability. These

transversal competencies have to be evaluated at least twice in mandatory subjects.

In terms of gender equality competencies, at the undergraduate level, there is a mandatory
evaluation of students’ knowledge of the main gender inequalities, its causes, and the laws related
to it. A URV working group prepared a set of topics that students should cover. For each evaluable
item the teacher gets a guide on the expected answers and competencies learned and how to
evaluate them. Also, the Quality Catalan Agency for the Higher Education System (AQU), the
regional public body that grants professorship qualifications and other higher education’s related
qualifications, created a guide on how universities should incorporate the gender perspective in
the teaching curricula. It provides concept clarification and a set of indicators that a degree should
have in its process. In Spain, degrees go through a process of verification (evaluation according to
legal and academic requisites), continuous evaluation in order to check that implementation is
correct, a modification (to introduce improvements and change), and then the accreditation,
which is done periodically in order to assess the development of the programme. In all this process

the AQU requires evidence on how the gender perspective is included.

When a degree is designed, URV first asks faculties to create a specific competency profile for
students, where transversal competencies have to be defined in specific subjects. The people
conducting the degree design receive training in order to conduct this task, while the Observatory
is also working on gender equality modules to provide specific GE content related to the subject’s
topic. These modules can be taught by the Observatory or external staff. Secondly, in terms of
verification, URV needs to show to the AQU how these competencies are included in the degree
design. In order to meet these criteria and develop aims and actions with Faculties and
departments, URV has four-year contract programmes, which now include a gender equality
responsibility. The contract programme has two levels: the faculty and the department. For
instance, actions of this contract programme include that in four years at least 75% professors
have conducted gender perspective training, and at least four actions related to gender equality
at the faculty level. Finally, in the accreditation process, the Office provides resources and guides

that can be useful for Faculties.

The inclusion of the gender perspective in teaching has faced some difficulties. One issue is the
lack of training of teachers to include the gender perspective in relation to subject content. This
also includes a lack of a general plan that includes courses on how to incorporate the gender
perspective in content, methodology and evaluation. Another challenge is to include the gender
perspective in all subjects and not only the ones that have to implement the transversal

competencies.

31



TARGET - 741672 D2.6 RPO study visit

Imma Pastor explains how the work of the Programme and Quality Office shows the transversality
of gender equality implementation at the URV, which includes introducing gender competence in
mandatory subjects. This is a difficult task because each faculty must figure out how to transform
the requirements of each competency into specific training materials. This task opens the door for
a collaboration between the Equality Unit and faculties. Those faculties that have teachers and
experts on gender studies need less help because they already know through which subject to
work these competencies and because they already have the contents, but in other faculties it is
more difficult. For instance, in Engineering it fits less well with their traditional curricula. But they
are making a significant effort because they see the importance of working on gender issues with
their students, who are mostly men. From the Unit, they work on providing tailored content and
materials for each faculty, and in the case of Engineering, they are making materials to fit in some

specific subjects through bilateral collaboration between teaching staff.

In 2020 the Equality Unit started a transversal course called ‘Gender, Science and Social Change’.
The focus is on showing that gender equality contributes to both science quality and fair social
change. This new course was offered to different faculties, with many of them showing interest in
adopting it as an elective course. Where it was adopted, a high number of students registered
(seventy-two in 2020 and ninety in 2021). It is a hybrid course with online and on-site lectures
comprising eight modules designed for different undergraduate programmes. Each student can
choose how many modules to undertake, with only two being mandatory, so they can take the
modules more suited for their studies. Given that each module represents one ECTS, students can
also take the number of modules that they need to meet the total ECTS available according to their
study programme. The advantage of this model is that students from different study programmes
meet in the same classroom, allowing transversal debates across study programmes on the topic

of gender equality.

A question is raised by participants on how the gender perspective is included in the compulsory
curricula. There are two mandatory subjects that have to include the gender transversal
competencies. Furthermore, the Programme and Quality Office is working on a pilot on
competency evaluation. This type of evaluation is relevant as the AQU requires evidence that the
students are taught these transversal competencies. Another participant points to the significance
of introducing gender courses through a focus on skills (or competencies), an issue not
contemplated when introducing these courses in universities such as Belgrade University. There
it was rather framed as knowledge that should be acquired and the focus was placed on ‘training
the trainers’. Inma Pastors states that URV also gives emphasis on building gender competence
among teaching staff and, for this reason, also focuses on training PhD candidates who will be later

part of the teaching staff. In fact, this theme which will be addressed in the next presentations.
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2.4.2 Funding gender studies

Paloma Pontén, from the Research Support Office presents the Marti Franques ConFund

programme.
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The ConFund programme is partially funded by EU Horizon 2020 and Marie Sklodowska-Curie
Actions and offers research training activities to allow doctoral candidates to develop and
broaden their skills and competencies. Through this programme the URV has offered 100 doctoral
contracts in four editions where the URV has received 8 M€ in two granted projects (2015 and
2019) and has co-financed them with 8 M€ more. In the 2020 and 2021 calls two positions for a
PhD project on Gender Studies were included. This action is situated under the measure 5.8 of
URV’s GEP, which mentions encouraging research with a gender perspective and promoting the

gender perspective in research projects at all study levels.

One participant highlights the significance of URV on gaining a grant given it is a small university
compared to many public universities, and whether it is exceptional or common in the higher
education system in Spain. Inma Pastor answers that in Spain gender studies projects usually
receive funding from the Spanish government or the European Union, but it is quite exceptional
that a university also dedicates part of its own funding to promote this research (co-funded with
European funds). This is why it is important to praise the Rectorate on this, given that at the end

these decisions are political.

Another participant asks specifically how the top-management was gained. Inma Pastor explains
that they negotiated with the rectorate and it was relatively easy because they presented evidence
that with gender studies, URV also achieves high-impact publications. This does not mean that she

agrees with this logic, but they know the ‘rules of the game’

Another issue relates to how to address the differences between social sciences and STEM fields

when it comes to the gender dimension in research. Inma Pastor answers that the problem is that
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Engineering students want to apply for these programmes but they lack the knowledge and
competencies on the issue. To tackle these disparities, the Unit us under negotiations to launch a

specific call to promote gender-related research within STEM fields.

2.4.3 Initiatives to integrate the gender dimension in PhD thesis

Benjami Martorell, Manager of the Doctorate School of the URV, explains initiatives to promote

the inclusion of the gender perspective in PhD thesis.

44



TARGET - 741672 D2.6 RPO study visit

45



TARGET - 741672 D2.6 RPO study visit

2.4.4 Gender criteria in the evaluation and funding of URV research groups

Yolanda Vifiuales, from the Research Support Office, explains the introduction of gender criteria

in the evaluation of URV’s research groups.
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Since the 1990s, the Catalan Government has been granting a quality certificate to research
groups, which in some cases also includes small funding. Since 2014, URV complements this
distinction with additional funding. In 1998, URV had 35 research groups and nowadays has
around 90 groups. At the beginning, funding was proportional to the number of PhDs in the group,
but it evolved towards three blocks of criteria: 67% to production, evaluating the research and
publications potential; 22% to productivity, measuring the production in terms of the number of
PhDs in the group; and 11% to visibility, including here high-impact publications, international
projects, etc. In 2019, it was decided to eliminate the productivity criteria because it was deemed

redundant and include a new set of gender criteria.
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The new gender criteria have the objective of promoting the participation and leadership of
women researchers in research groups, taking into account the differences across fields. Gender

criteria accounts for 10% of the total score, while 80% goes to production and 10% to visibility.

2.4.5 Final discussion

One participant mentions that in the UB - which has experienced a shorter period of structural
change compared to the URV - the first element they focused on was more on the person that
teaches than on the person taught. In some disciplines, less resistance was found than others, with
the most difficult ones being not only STEM-related fields, but also fields such as philosophy. On
the other hand, they tried to introduce gender studies as an interdisciplinary study and she is not
sure that the framework of skills and competencies should be the main criteria. By telling students
what skills to acquire the students might not touch upon central gender problems. However, skills
might be the starting point as well, and the presentations have been important to reflect on the

gender perspective in teaching and research.

A final question relates to the level of satisfaction in the Equality Unit. Inma Pastor answers that
they can never be satisfied given the difficult challenges to be faced, but they are making progress
and they are getting more people engaged. She considers that collaboration with other bodies has
been crucial. Also, she points that women’s representation is not the only thing that matters, but

also stresses that without a greater women presence they could not advance.
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3  Polytechnic University of Catalonia (UPC)

Didac Ferrer, Head of the Innovation and Community Cabinet Director of the Equality Unit,
welcomes the TARGET participants, presents the agenda and introduces the UPC speakers. Maria
Caprile thanks Didac Ferrer and the UPC team for their collaboration and opens a tour de table for
introducing TARGET participants. Participating partners are the two universities (UH2C, UB), the
research institute ELIAMEP, the network of engineering schools (RMEI), the coordinator (HIS)
and NOTUS (supporting partner in charge of the organisation of the study visit).

3.1 Evolution of gender equality policies

Didac Ferrer begins the session by presenting the different GEPs that have been implemented at

UPC and the governance structure of gender equality policies.
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Discussion highlights inputs of special importance for further development of GEPs in TARGET

partners.
Governance structure

Following the presentation there is a lively discussion regarding the governance structure. One of
the aspects highlighted is how to implement GEP in large and to some extent decentralised
organisations. The presentation explained that UPC is a federation of 17 schools, each one with a
direction and dean. UPC’s rectorate does not directly govern these schools and they have some

degree of autonomy. Therefore, it is fundamental to create a network of individuals who are
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responsible for equality and part of the governing bodies of these same centres (such as Vice-
Deans for equality or social responsibility). With this network they meet each 2-3 months to
coordinate actions on awareness rising or protocol design. Without their support the GEP would
not function. The general view among participants is that creating gender structures at faculty or
school level is a must in large organisations, although their mandate may vary depending of the

level of autonomy.

A participant points that in Greece, the national law requires the creation of an equality
committee. In ELIAMEP they have 9 members including teaching and student representatives. But
is this enough to satisfy the European Commission requirement on the creation of a dedicated
gender equality unit? Or is it necessary to create an administrative unit with dedicated resources
and staff? Angela Wroblewski replies that the requirement of the Commission includes dedicating

resources.

Another question relates to the source of the budget of the Unit, which comes from the central
budget of the university. It covers personnel costs (one full-time contract) and 7,000 € a year to
prepare activities and resources. They also receive additional funding from the Spanish and
Catalan governments. Concerning the design of the sexual harassment protocol, it is implemented
by the Office but it was designed together with the UPC’s legal team. Until now the design of the
protocol has been internal, but they are now looking to have more inputs from external specialists.

The main barrier is that this type of advice has a high economic cost.
Monitoring

Discussion also addresses the details of the monitoring and impact of the 4th GEP. Didac Ferrer
explains that they have an observatory to monitor the demographic numbers in the UPC and the
information is public and can be downloaded from their webpage to conduct analysis. Through
the Gender Equality Committee, they will also provide qualitative data on the level of fulfilment of
GEPs periodically. Independently of the GEP, the UPC has also to report on the level of fulfilment
of SDGs, so this aids to have more indicators on equality issues. These analyses and reports affect
teaching and research in the sense that they are collecting annual data on research production in
regards to SDGs. For instance, for the fifth SDG, devoted to gender equality, they can automatically
collect research outputs of professors and students that have identified gender as an element of

their research. Before this annual monitoring they did not have this type of information.
Measures to foster women'’s career advancement

Another participant asks for more information on the policies implemented to increase women

presence in teaching staff, especially full professors. Amaia Lusa explains that when someone
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wants to be promoted from Grade B to A it has to apply when a call is open (and previously
receiving accreditation from the Catalan government). Initially, the university gave priority to
women in case of equal marks between candidates, but this criterion was not useful because it is
very difficult to have equal evaluations. Nowadays the UPC reserves a small percentage of
positions to women (5% in the last call) and multiplies the final marks of the application’s
evaluation with a gender coefficient to compensate for the barriers that women face (care duties,
teaching overload, etc.). At the beginning the coefficient was 1.15, but recently it increased to 1.25.
This measure has helped to increase the presence of women. For instance, without this coefficient
they would not have had any women in the last call, whereas its inclusion has guaranteed the
presence of several women. Furthermore, Didac explains that they have implemented an
affirmative measure that gives a year without teaching to women that return to the university
after maternity leave, which allows them to focus on research in order to compensate for the

maternity period. However, this measure affects few women, only around four and five a year.

The discussion continues on the potential resistances when implementing these affirmative
measures and the strategy followed to overcome them. According to Amaia Lusa, these actions
were a demand of trade unions for a long period, but they did not manage to gain consensus.
Afirmative action was implemented when became a Rector in favour of this type of action was
elected. Regarding resistance, there were some voices against these measures, but once they were
implemented nobody complained in public. There have been some complaints to the ombudsman
and informal comments, but there is an institutional consensus that these measures are needed.
Didac Ferrer stresses that the mix of bottom-up pressure and top-management support has been

key to implement and legitimise these measures.
3.2 Initiatives on gender in teaching and research

3.2.1 Overview of actions and resources

Amaia Lusa introduces the actions and resources for gender in teaching and research. The 3rd GEP
did not have any objective in this field. Thanks to participation in Horizon 2020 GEECCO project
(2016-2021), UPC has started to take action in this area.
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3.2.2 Gender dimension in research

Irene Jorge, International Project Manager and responsible for dissemination of the GEECCO

project, presents the progress of UPC in introducing the gender dimension in research.
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After the presentation, the discussion focuses on how the procedure works. Irene Jorge explains
that her office seeks applicants in advance in order to provide support and help them in the
integration of the gender dimension in a consistent and systematic way. However, sometimes it is
the other way around, with newcomers contacting the unit, especially when it involves UPC
funding. Irene Jorge has noticed a positive change in the mindset of researchers, partly due to the
requirements in national and international calls, including Horizon Europe which has raised a

great deal of expectation in this field.
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3.2.3 Gender dimension in teaching

Elisabet Mas de les Valls, UPC teacher and expert in gender in teaching, explains how UPC deals
with the gender dimension in teaching. Her presentation focuses on the pilot project GiD (gender
in teaching). This pilot project has been a great success and the challenge is now how to advance

further.
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During the discussion a participant wonders about lessons learned and next steps, especially
taking into account the implementation of the 4t GEP. Elisabet Mas de les Valls replies that they
have learned the importance of having practical and clear objectives. Workshops on introducing
the gender dimension are better framed if they adress ‘how are you going to do it’ rather than only
explaining what the gender dimension means. The guide also adopts this practical approach.
Concerning future developments, it is difficult to know given the pandemic and the recent change
of rectorate, although these issues are in the agenda. Amaia Lusa explains that the next GEP
includes creating a community of practice at the UPC level on gender in teaching and research

with the aim of implementing further measures.
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Annex - Background note
Rovira i Virgili University

The Rovira i Virgili University (URV) is located in Tarragona and has a multi-centre structure with
six campus sites. URV offers 40 undergraduate and 50 master courses, with around 15,000
students. The wide-ranging and well-defined relationship between the university, business and
society is one of the main reasons why the URV and its surroundings have been recognised as a
Campus of International Excellence by the Spanish Ministry of Education. From the very first day,
its aim has been to place knowledge at the service of society to contribute to the social and

economic development of its environment, which has gradually transformed over time.

The URYV, as a public institution strongly involved with society, is committed to contributing to the
social, cultural, healthy and sustainable development of people and the region. This commitment
is translated into actions and initiatives aimed at the progress of social welfare, as well as to
influence the training of future professionals who are socially and environmentally responsible.
To this end, the University has set itself the Sustainable Development Goals of the United Nations
Organisation as indicators of all its activity, as shown in the ‘Research and Innovation Report

2019’ (available here)

In 1989, the GREC research group (Gender, Race, Ethnicity and Class) was created at URV, which,
over all these years, has carried out constant work to incorporate gender perspective and studies
in the teaching and research and, also, to eliminate discrimination and inequalities between men
and women in all levels and functions of the university community. This purpose was assumed in
2006 by the rectoral team and this institutional will was reflected in the commission of the then
rector to prepare a report on inequalities at the URV. In order to correct the inequalities and
discrimination detected in the aforementioned study, the University Senate in 2006 appointed a
commission to which it commissioned the elaboration of an equality plan between men and

women at URV.
Gender policies

URV approved its First Equality plan in 2007, its second for the period 2011 — 2015, and its third

and last one in 2020 (version in English). The first two GEPs contemplated around 50 measures

aimed at developing positive actions in order to eliminate discrimination existing in some organs
and competences, thereby enhancing university students and workers’ quality of life. Both plans

were structured around six priorities:

e Diagnosing and giving visibility to sexism, creating a mindset and a collective awareness

in favour of equality opportunities.
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e Enhancing access on an equal basis to employment and training.
e Remaining the institution committed to gender equality.
e Promoting gender mainstreaming in teaching and research.

e Strengthening the link between gender and science in URV.

Having a balanced representation between men and women in decision-making bodies.

The third GEP contemplates 35 measures that include specific actions, time-span, responsible
people and implicated agents for implementation, and evaluation indicators. The GEP measures

are integrated into five main pillars:

e Strengthening URV compromise with gender equality (for example, creating an Inequality

Unit and a Commission Unit or guaranteeing equality in top-management positions).

e Making a diagnosis on sexism and foster awareness raising (for example, creating a gender

equality and feminist culture at URV).

e Equality in access, promotion, and working conditions (for example, incorporating gender

quality in public calls and tackling gender bias according to past findings).

e Promoting gender equality in teaching content.

Promoting gender equality in research content.

URV has a Gender Equality Unit that has two aims: being the technical body to implement the

actions in the GEP and being a service of information and diffusion of gender inequalities in the

university community and society. The functions of the Unit are:

e Diagnose existing inequalities between men and women

Collect and analyse relevant information on gender equality

Monitor the situation regarding equal opportunities at the URV over time

Promote and favour specific training and research in gender studies

Act as aresource centre in the field of advice and in conducting studies

The Unit offers intervention and offers support for students who have suffered sexual harassment.
And every year, the URV publishes a report monitoring gender equality among students,
administrative and teaching staff. Also, the URV has a Research on Gender Network that connects

gender experts and offers a diverse number of undergraduate and postgraduate courses on

gender and gender inequality. In terms of awareness raising, URV has done multiple events and
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campaigns on gender equality (including an annual prize recognising people, entities, institutions

or collectives that work to promote women'’s rights and visibility).

Polytechnic University of Catalonia

The Universitat Politecnica de Catalunya (UPC) is a public institution of research and higher

education in the fields of engineering, architecture, sciences and technology, and one of the
leading technical universities in Europe. Today UPC has almost 29,000 students and 3,500
teaching and research staff, and every year UPC graduates more than 6,000 bachelor’s and
master’s students, 500 doctoral students, and 3,067 graduates in lifelong learning. The UPC has a
widespread presence in Catalonia, with nine campuses located in Barcelona and nearby towns.
The UPC has created a complexnetwork of international alliances with other universities,
research institutions and companies that organise new projects and support a good number of

initiatives in which the word ‘collaboration’ is the key element.

The UPC university’s institutional structure and actions for gender equality are wide-ranging and
complex. Here we provide an overview of just some main policies and axes of their strategic action

for institutional change towards gender equality in research and innovation.
Gender policies and structures for Gender Equality

The UPC has been implementing Gender Equality Plans (GEPs) since 2007. All information
concerning the approved plans, evaluation and other related information is publicly available here
4, The first plan of action for gender equality was set up at the Polytechnic University of Catalonia

in 2007. Its general objectives were:
e Promote a culture of equity and equal opportunities for women and men.

e (Guarantee non-discrimination and equal opportunities in access and development
professional members of all groups: teaching and research staff and administration and

services staff.

o Facilitate the participation of women in the levels of responsibility, representation in the

governing bodies of the University and the unipersonal positions of government.
e Promote a balanced proportion of women and men among students.

e Promote the balance of personal life, family and work of all people working at the UPC.

4 All the referred documents are elaborated in Catalan.
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e Incorporate the gender perspective into occupational risk prevention.
In 2013 the second gender equality plan (GEP) was developed which aimed to:

e Balance the presence of women and men on collegiate governing bodies and staff selection

committees to ensure equality.

o Ensure the existence of indicators on equal opportunities in the strategic planning of UPC

units.

e Use neutral and inclusive language and communication in all areas of the UPC to improve

the institutional image and communication.

o Establish synergies with external entities/bodies to encourage talent recruitment of

women and people with disabilities in UPC studies.
The third GEP (2016-2020) had the following strategies axes:
e institutional leadership
e including the gender perspective in the direction of people and teams
e encourage women's academic career at UPC
e attract and increase the number of women in UPC studies
e promote women's network and mentoring
e balance between work and personal life
e guarantee gender equality at UPC
e promote research projects with a gender perspective

e communication for cultural change

monitoring and measuring impact

At UPC, the Equality Commission promotes the University’s actions aimed at ensuring non-
discrimination, as well as all necessary actions within the field of gender policies. In each school,
there are equality managers/officers who are members of the centre's management team, acting
as the reference people for issues related to gender equality. Their responsibility is to coordinate
the gender policies with schools and institutes and with the entire school community. The

functions of the Equality Officers are
e Participate in the meetings of the Equality Officers Working Group.

e C(Collaborate in the development of the actions of the III Equality Plan.
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e Disseminate the Plan and the actions derived in its academic units.
o Raise issues related to gender equality.

e Participate voluntarily in working groups that may be derived from the Plan and be the

link between the teaching centres and the general services of the UPC.

Measures related to their activities are, among others: a practical guide against gender-based

violence or the 10-month-long campaign against ‘micro-machismos’ (everyday sexism).

The university’s observatory collects and disseminates data related to gender-based inequalities,

while the institution hosts timing research and research & action projects on gender equality, such
as the Horizon 2020 project GEECCO (Gender Equality in Engineering through Communication
and Commitment) aimed at reducing gender inequality in European research institutions through
the development of gender equality plans; Gender and Teaching Project, which elaborates a
collection or guide of recommendations to introduce the gender perspective in teaching at the
UPC based on a pilot experience (find the guide to introduce gender perspective in teaching here);
mentoring programme to support and encourage the equality and empowerment of women by
managing their development and maximising their learning, including specific actions address to
students of the secondary schools; and the Glass Ceiling initiative to address the invisible barrier
that women face in advancing in their careers through measures like training or teaching

exemption programme for intensification of research after maternity leave.

Moreover, the UPC university organises actions for gender equality promotion, such as Women's
Week from 8 to 12 March. In 2021 year’s edition, the UPC focused on areas such as the gender
perspective in teaching, leading women in the professional future of UPC students and the recently
graduated, the participation of the community in the elaboration of the 4th plan of equality of the
UPC, and in sharing actions and projects developed in relation to the equality of gender in the

university.
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