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Storytelling Plan
Deliverable D6.2
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Telling LeTSGEPs
LeTSGEPs is a participative project that wants to produce a change
in the institutions where Gender Equality Plans (GEPs) and Gender
Budgeting (GB) will be applied, ensuring more fairness and justice
and eventually higher degree of excellence.
To produce a real change in those institutions and in the local
communities where they operate, our team has to effectively engage
all the participating RPOs, researchers, staff and stakeholders
Therefore, a consistent and powerful story accompanying the
implementation of successful GEPs/GB along the project’s duration
is needed.

The Beginning
It begins in 2018, autumn time.
A group of researchers at the University of Modena and Reggio Emilia starts
a big enterprise of competing in an European call for proposals for promoting
gender equality (GE) in research institutions.
An enthusiastic group of researchers in other 7 countries - spanning from
Eastern to Western Europe - join the bet and share the ﬁrst ingredients of the
whole story: what exists – and does not exist – in their institutions and their
national contexts in terms of GB and GE.
Tindara, Claudia, Federica, Jennifer, Irene and Nadja, together with
responsive partners, who will soon become the real protagonists, get to work
hard and start collecting elements to build up a four year intense story of
change.

Guest stars
Guest stars are the research performing institutions that, after deciding to take part in this
project, will make their institutions a more gender equal place. Each of them is presented
here, as well as the situations in their respective countries and institutions in terms of
gender (in)equality - through current data, policies, and measures in this ﬁeld.
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MISANU
Mathematical Institute
of the Serbian Academy of Sciences and Arts

Founded in 1946. In 1962, a female researcher was selected as a member of one of the MISANU governing bodies
for the first time. The first chairwoman of the MISANU Council was elected in 1975.
So far, no women held the positions of the MISANU Director or Deputy Director.
Current status: under-representation of women in the academic area (40% women in total with a decreasing presence
in higher levels). Women are at 20% positions n the Managing Board, and 25% in the Scientific Committee.
In June 2018, the presentation on Gender Inequality in science, and the following discussion during the MISANU RRI Info
Day, inspired MISANU RRI Council to form the first MISANU GE Working Group.
MISANU, as other Serbian RPOs implements the Law on GE that the Serbian government adopted in 2009, and does
not allow the discrimination of any kind. However, it does not have a specific institutional policy on GE.
The first draft of the MISANU Ethical Code was presented in May 2018. In December 2018, a working group was
established, with a task to create a GE policy.
LeTSGEPs will allow to integrate these principles in MISANU culture.

MISANU
Mathematical Institute
of the Serbian Academy of Sciences and Arts

At the national level, the Serbian Law on GE states equal rights for men and women. Areas regulated are: employment
and health protection, family relations, education, culture and sports, political and public life and judicial protection. In
October 2014, the Government of Serbia Coordinating Body for GE was formed. Soon after, the new National Strategy for
GE (2016-2020) and the accompanying Action Plan (2016-2018) were adopted.
Also, a new law on gender equality was drafted and GB in public finance was introduced. Serbia is the first country
outside the EU which has introduced the Index of Gender Equality (GEI) and its first Report was published in 2016.
Even though there are no technical obstacles to practicing GE in Serbia in full, as the statistics show, compared
with the EU Member States, that Serbia is only a halfway towards GE.

UNIME
University of Messina

Currently, UNIME data on employment show phenomena of occupational gender segregation: 35% of academic
personnel are women, ranging from 46% as researchers to 23% as full professors, with an even higher difference in
the Department of Economics and BIOMORF (only 4% of women as full professors). Comparing with 2014 the latest
2018 data show even a decreasing trend in GE within UNIME (from 41% to 35% in total academic positions and from
26% to 23% in full professors’ position). Gender inequalities are also evident at the governance level with male
Rector, 17% women as vice-Rectors, no women in the Administrative Board, 26% in the Senate, and 8% heads of
departments.
Gender Budget Analysis is currently taught within the course of Social Accountability in the Master Degree course of
Business Consulting and Management at the Department of Economics. UNIME deals transversally in various
disciplines with GE themes in degree courses related to Medicine, Political and Legal Sciences Departments. It is
historically engaged in activities to raise awareness on GE issues: from 2004 to 2007, three editions of the “Women’s
course, politics and institutions” and three cycles of seminars on “gender violence” in the years 2014-15, 2015-16
(structured in over ten meetings and addressed to local professionals).
In compliance with the Law 183/2010, the former Equal Opportunity Commission (EOC) has been merged with the
Committee for the protection of mobility in the Unified Committee for the Rights of the Employees (CUG). It aims
to promote GE and fight discrimination among all university personnel and students, including gender discrimination.
Since its recent establishment, CUG has been very active in promoting actions to fight gender inequality and to
prevent sexual harassment. In the light of recent changes from the Code of Conduct itself, the University intends to
reactivate the Equal Opportunity Commissioner.
LeTSGEPs will play a decisive role in addressing evidence-informed measures to bridge the gap.

UNIME
University of Messina

In Italy, the National Code of Equal Opportunities between women and men has been established in 2006 to harmonize
previous national laws on the topic and implement EU directives on GE in employment.
Italian regions are very heterogeneous as far as gender sensitiveness of public policies is concerned. At the regional
level, in 2007, Sicily developed a programmatic document for the time-frame 2007–2013 aimed at promoting the
implementation of the “Principle of Equal Opportunities for All” in the strategic planning of Sicilian municipalities;
programmatic provisions on women entrepreneurship and on the impact on equal opportunities. Sicily is still characterized
by very low (also with regards to the national average) women employment rates and very low presence of childcare
services.
At national level, recently, the Italian Ministry of Education and Research highlighted the crucial role of GB in monitoring the
achievements in terms of GE. Moreover, to ease its application and ensure comparability across universities the National
Conference of Equal Opportunity Machineries within RPOs has produced in 2018 Guidelines for the implementation of
gender budgeting to which members of UNIME and UNIMORE team have contributed (Addabbo, Pulejo, Tomasin, Tomio,
2018).

UT
University of Tirana
In the University of Tirana, the policy-making and executive positions are dominated by men: in the
administration Board 58% are men, in the Academic Senate 66%. The rector of the University, as well as the
Administrator are both men.
In general, the University lacks of a GEP, in terms of issues such as: improving the remuneration for women,
balancing wages between men and women, having a more balanced work-life quality, increasing motivation and
support for women in the workplace and, in general, empowering women for decision making and helping them
increase their participation in decision making and executive positions. The academic staff is composed by 43.6%
women and 56.4% men. From 10 rectors, only one is a woman; out of 10 deputy-rectors, 3 are women. In the rank of
deans, women are 11, compared to 29 men.
As for the Department of Finance and Economics (FEUT), more women are employed compared to other institutions
in Albania. This is due to tradition of the accountancy and economics professions in Albania, seen as women’s jobs.
Nevertheless, FEUT has less women in directing and executive positions such as Dean of FEUT (man), Vice dean (2
men and 1 woman), administrator (man) and also less women having higher degree of academic title, which shows
that, overall the life demands on women are tighter, which may slow their career advancement.
FEUT has currently no course or module offered to tackle gender balance issues. Neither there is any ongoing project
about gender balances, GE, GB or gender auditing. Only sporadic individual research appears to be undertaken by
selected staff of FEUT, mainly as co-authors with outside colleagues, but still this research is mainly empirical and no
implementation project or initiative.
A Code of Ethics in the Faculty of Economics states (point 12) that the sexual harassment behavior is prohibited in
the University.
LeTSGEPs will allow to promote other, more inclusive, policies and measures to change the current situation.

UT
University of Tirana

Albania ratified the Convention on Elimination of all Forms of Discrimination against Women [CEDAW] by
Law No. 7767-1993. During 2011, Albania approved amendments to article 20, first paragraph of CEDAW
Convention, regarding the time of Committee meeting. Government of Albania has been reported 2 times on
CEDAW Committee, in 2003 and 2010. Its recommendation are now the part of action plan of National Strategy
on GE, Reduction of Gender Based Violence and Domestic Violence 2011-2015.
The Minister of Labour Social Affairs and Equal Opportunities is the responsible authority for GE. As for Law No.
9970/2008, other responsible structures are State institutions: at central level (Ministries and, at local level,
districts, and municipalities). Advisory bodies are the National Council for GE and, at the parliamentary level, the
Commission for Health, Labour and Social Affairs.

MPG
Max Planck Gesellschaft

MPG has about 25.000 employees. There is a leaky pipeline for female scientists at the higher levels W3 (directors)
and W2 (research managers and research group leaders) in all three Sections of the MPG - Biology and Medicine Section
(BMS), Chemistry, Physics and Technology Section (CPTS), and Human Sciences Section (GSHS), with a higher
percentage of female scientists in the BMS and GSHS Sections. Additionally women are less likely to occupy permanent
positions.
According to latest data from end 2019 36,3% of all W2-positions at MPG are held by women (ranging from 27,6% in CPTS
to 50,6% in GSHS), while only 16,4% of Directors (W3-positions) are female (ranging from 11,9% in CPTS to 22,8% in
GSHS).
MPG backs GE for all and has adopted a self-commitment regarding Gender Equality as early as 2000. In the
meantime over 90% of the 86 Max Planck Institutes have a Gender Equality Plan. The Central Gender Equality Officer of
MPG, Ulla Weber, provides all Max Planck Institutes with guidelines and training regarding Design, Implementation
and Evaluation of their GEPs. That is why MPG provides training to the LeTSGEPs partners regarding GEPs. The Max
Planck Institute of Neurobiology (MPIN), which has not implemented a GEP so far, will go through this process within
LeTSGEPs project.
While Corinna Pusch, the MPG project manager for LeTSGEPs, has been working on a training strategy for LeTSGEPs,
MPIN has in cooperation established a GEP Working Group and already gathered first useful data to analyze the Status
Quo regarding Gender Equality in the Institut - led by Jayne Lambert, Chair Person of the GEP Working Group at MPIN.

MPG
Max Planck Gesellschaft

In Germany, the main law implementing EU policy on gender discrimination is the General Act on Equal Treatment,
defining the four concepts of discrimination – direct and indirect discrimination, harassment and sexual harassment –
with the same wording as the European anti-discrimination directives. The law employs the term ‘putting at a
disadvantage’ (‘Benachteiligung’) instead of ‘discrimination’ (‘Diskriminierung’), but does not mean to weaken the
protection as compared to the European directives.
On 11 December 2014, the federal Government presented a draft law on a statutory 30% minimum gender quota for
supervisory boards of listed and co-determined private companies by 2016. In addition, it presented amendments to the
Statute on Bodies within Federal Control to ensure a 30% minimum gender quota by 2016, and aim for 50% by 2018.
Going beyond the European directives, the Maternity Protection Act grants pregnant employees a right to a fully-paid
leave of six weeks before, and eight weeks after childbirth. In the implementation of the Law No. 9970/2008, other
responsible structures are all state institutions: at central level (Ministries with their subordinate institutions), at local level
(districts, municipalities, communes).
Advisory bodies operate as follows: the National Council for Gender Equality is established in the application of the Law
No 9970/24.07.2008, under the Prime Minister`s Order No. 3, date 8.1.2009. Gender issues at parliamentary level are
handled by the Parliamentary Commission for Health, Labour and Social Affairs.

ICM / CSIC
Institut de Ciències del Mar /
Agencia Estatal Consejo Superior de Investigaciones
Científicas
The ICM is a multidisciplinary marine research center that belongs to the CSIC (the largest public institution in Spain
dedicated to research) and is the largest marine research center in Spain and one of the most important in the
Mediterranean region.
CSIC already identified a clear deficiency in the presence of women in this Institution’s scientific staff, which has
been a constant feature since its creation. This led CSIC to create a Women and Science Committee in 2002, with two
main objectives: study the possible causes hindering women from pursuing scientific careers and propose to the
presidency possible measures to achieve equality between women and men in the CSIC. Nevertheless, and despite the
efforts of this Committee CSIC’s gender balance is clearly biased for high level career staff. This bias increases gradually
along the scientific career.
The ICM established an Equality Task Force in 2018 with the mission to promote equal opportunities for all employers
regardless of their gender, race, age, nationality, religion, or disability.
Though at national level CSIC has a GEP (and taking it as a reference), it is essential for the ICM to design and implement
its own GEP in order to advance more firmly and adjusted to its own reality and needs.
The ICM aims at designing and implement its GEP through this project.

ICM / CSIC
Institut de Ciències del Mar /
Agencia Estatal Consejo Superior de Investigaciones
Científicas
Since 1980s gender equality policies in Spain have shown a path of positive development, with the
institutionalization of gender equality policy agencies at the central and regional levels and the
adoption of important laws regulating gender-based violence, equality in employment, political and
economic decision-making, care of dependent people, same-sex marriage, and sexual and
reproductive rights; and also the adoption of gender equality policies through instruments such as
equality plans.
After the brake caused by the 2008 crisis, new regulations that aim to improve gender equality
between women and men have come into force. So, they have expanded the scope of GEPs, their
contents (among other, reinforce equal pay and enable parents to share childcare responsibilities)
and their control mechanisms.
GEPs have shown to be a key tool to promote effective equality in academic and research
institutions and some improvements have been achieved (increasing the number of women in
positions of responsibility or the integration of gender perspective and gender contents in research).
Despite this progress, many challenges still lie ahead for Spanish policy on GE.

CY
Cergy Paris Université

Women are underrepresented among academics at the CY, overall, four out of ten academics are women. The
proportion of women is larger among assistant professors: 5/10 assistant professors and 3/10 full professors are
women. This may partly reflect generational effects with fewer women opting for an academic career among the older
cohorts. While some of the promotions to higher academic position depend on national committees, others are
managed internally by the CY. The key question here is whether women apply for full professorship at the same
rate as men do. It is also relevant to establish whether women have the same access to resources that may help
them progress in their academic career as men do.
Focusing on governance at CY, women are not much present among the top management. The dean is a man,
and only 3/10 vice deans are women. Moreover, out of all the departments at CY only 4/10 are currently headed by a
woman. In contrast with this, the governance bodies whose members are elected by vote from all academics sees a
representation of women that corresponds closely to the proportion of women among academics: about 3/10 of
academics are women and 4/10 of governance body members are women.
About 1/10 of the academic staff at the Department of Economics at the CY carries out some research on topics
related to gender issues. There is currently no research seminar or research group targeted at GE.
The CY members, including master programs directors and the director of the doctoral school have now agreed upon
and are committed to organize regular courses and training on GE addressed to students.
LeTSGEPs will allow to realize this purpose and to facilitate more structural changes.

CY
Cergy Paris Université

France has long tradition of gender equality in legislation. The right for women to vote in political election was established
back in 1944.
Next, in 1965 married women were granted the legal right to choose to participate in the labour market without having to
ask anymore their husband authorization to work.
Back in 1983, France set a law against gender discrimination in work and pay known as “Rudy” law from the name of the
minister that proposed it.
Few years ago, in 2013, France established a protocol for GE in the public sector. Nevertheless, in France only 13% of
public sector managers are women according to recent data from the CNRS (Centre National de la Recherche
Scientifique).

UNIMORE
University of Modena and Reggio Emilia

Coordinator of LeTSGEPs is UNIMORE
In the field of GE, UNIMORE’s team has been active, within the H2020 EQUAL-IST project in supporting six
European Informatics and Information Systems Departments to initiate the design and implement of GEPs, and its
members have significantly contributing in setting guidelines at National level to implement GB in universities.
First established in 1968, the Faculty of Economics soon gained international recognition due to the prestige of the
faculty members and the quality of its teaching programs. In July 2012, the Marco Biagi Department of Economics in
Modena took over the research and teaching functions of the Marco Biagi Faculty of Economics. The reputation of
the Faculty for research and teaching, including postgraduate programs, and the promotion of initiatives designed to
meet local needs, have resulted in numerous forms of collaboration with the main economic and institutional players,
at local, regional, national and international level.
The Centre of Analysis of Public Policies, research centre within the Department, has proposed an innovative
methodology to evaluate public policies with a double interweaved focus on GE and well-being. This innovative
approach has been experimented first in Italy at local level, then it has become internationally known and it is
currently used to evaluate public policies in other contexts (amongst them Senegal, Turkey, Spain).
LeTSGEPs PI, prof. Tindara Addabbo, leads the group and was recently nominated President of the National
Conference of Italian Universities Equal Opportunities Bodies (December 2019).

RWTH Aachen University
Rheinisch-Westfälische Technische Hochschule

Expert evaluator of the GEPs implementation in our Guest Stars institutions is RWTH Aachen University.
RWTH Aachen is one of the most progressive German universities with regard to gender and diversity management.
This commitment is manifested in the establishment of the department “Integration Team – Human Resources, Gender
and Diversity Management”. Situated at the rector’s office and working at the interface between science and
management, the department is responsible for the concept development of a coherent gender and diversity strategy
in all areas of research, education and administration.
The equality concept of RWTH Aachen, which was developed by the Integration Team and approved by the Rectorate,
has been awarded twice by a nationwide expert committee in the framework of the “Female Professorship Programme”
by the German Federal Ministry of Education and Research in 2009 and 2014. It is also awarded several times with the
“Total Equality Award” and is certificated as family-friendly university.
RWTH critical friends Jennifer Dahmen-Adkins and Andrea Wolffram are senior researchers at the Institute of
Sociology. Besides their involvement in LeTSGEPs they are leading a research project on the influence of (informal)
networks on researcher’s careers, which is funded by the German Federal Ministry for Research and Education and
are part of the H2020 sister project CHANGE on structural change in research performing organizations, which started
in May 2018.
In CHANGE Jennifer leads the work package on “Process Monitoring and Impact Evaluation” and co-leads the WP on
“Co-Production and Communication of Gender Equality Knowledge”, the latter one is an essential aspect of the project.
Already in the FP7 sister project GenderTIME (2013-2016) Jennifer was responsible for monitoring the implementation
processes in the participating institutions.
Andrea was previously involved in the FP7 sister project FESTA - “Female Empowerment in Science and Technology
Academia”, which ran between 2012-2016. Currently Andrea holds the Marianne-Schminder guest professorship for
Gender Technology Studies at the Otto-von-Guericke-University in Magdeburg.

Aims Behind the Story
❏ Connect different RPOs in the design and implementation of
GEPs
❏ Design actions and implement measures that will lead to
systemic institutional change and address gender bias in
RPOs
at a very initial stage of GE measures implementation
❏ Involve researchers, but also the administrative staff, to raise
institutional awareness
❏ Foster the use of GB
❏ Adapt, test and ensure continuity to GEPs inside those
institutions and warrant their sustainability

Actors
Development and production
All aspects of internal communication, financial and administrative aspects are a daily effort of LeTSGEPs’ project
manager, Anna Maria Sansoni. Duty of the Coordinator, Tindara Addabbo, is to govern our great group and liaise
with the European Commission, our big supporter.
Casting
In the first part of the project, working groups internal to each RPO are set, the initial meeting points for discussion
between the different stakeholders involved in the project are identified (including sister project already financed by
the EC), the state of the art and an assessment internal to each institution for identifying gender bias are realized,
enlarging what you previously read about the institutional and national measures
Communication, Promotion, Distribution
A special group, called Communication, Dissemination and Impact Group works to make the project effective,
supported by the communication agency formicablu.
Local and international events with Stakeholders will make sure that our stories are enriched and disseminated
across Europe.
A final event and a Handbook to replicate the experiences of our partners will be made available.

Narratives

Narrative line 1 – Getting to know about GEPs and GB
This phase provides training to the RPOs key personnel (PIs, mentors, administrative staff, management) who run
the implementation. Feedbacks and stories are collected, analysed, and given back for creating measures and
policies.

Narrative line 2 – LeTGEPs!
A plot inside a plot: the actual design and follow-up implementation of the GEPs including GB takes place.
Here is the central part of the stories: LeTGEPs!

Narrative line 3 – Our critical friend
The institutional implementation processes is impartially and continuously monitored and evaluated
by the dedicated partner RWTH.

Action!

873072

LeTSGEPs Kick-off meeting
20th and 21st of January
UNIMORE

OFF We Go…

A few weeks before the global pandemia surprised the

whole world, the LeTSGEPs community met in Modena

Modena, 20-21 January 2020 Kick Off Meeting

Building of the LeTSGEPs’
Community
Warming up:
What are Gender Equality and
Gender Budgeting?

LeTSGEPs Community
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Writing the plot together
February 2020 - January 2021
UNIMORE, with MISANU and UNIME

Coming soon
Indicators
Deliverable/milestone

WP Main author

Product

When

Establishment of GEPs
Working Groups

2

All

All partners appoint GEP 6
WP

State of the art on GB
Experiences Report

2

UNIME

Report
Published on website

5

GEPs Working Group
Engagement Strategy

2

MISANU

Report shared among
partners

6

LeTSGEPs Gender Audit and
Budgeting Methodology

2

UNIME

Report shared among
partners

10

Context and Gender Auditing
Analysis Report

2

UNIME

Report
Published on website

13

Getting
to know
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Training: learning from experts
and from each other
May 2020 - September 2022
UNIMORE, with MPG, CSIC and the other
partners

Coming soon
Indicators
Deliverable/milestone

WP Main author Product

When

Gender equality training strategy

3

6

MPG

Report
Published on website

End of 1st training phase preparatory 3
to GEPs design and 1st iteration of
implementation-

MPG and all Pictures, quotations by
partners
participants

32

End of 2nd training phase preparatory 3
to GEPs 2nd iteration of
implementation

MPG and all Pictures, quotations by
partners
participants

32

Training materials on GEPs
implementation training v2

3

MPG

Report
Published on website

32

Experience and lesson learned
exchange report

3

CSIC

Report
Published on website

32

LeTS
GEPs!
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Gender Equality Plans and
Gender Budgeting in practice
December 2021- November 2023
UT with all partners

Coming soon
Indicators
Deliverable/milestone
Tailor-made Gender Equality Plans
for the implementing RPOs

WP Main author

Product

When

4

MPG

Report
15
Published on website

4

UT

Report
47
Published on website

Guidelines to overcome local
resistances

4

MISANU

Report
47
Published on website

End of 1st GEP implementation
iteration

4

All Implementing
partners

1st iteration ended in 29
all RPOs

End of 2nd GEP implementation
iteration

4

All Implementing
partners

2st iteration ended in 47
all RPOs

GEPs Implementation Report v2

My critical
friend
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Participative evaluation
January 2020 - December 2023
RWTH

Coming soon
Indicators
Deliverable/milestone

WP

Main
Product
author

When

Baseline study report

5

RWTH

Internal Report

6

Deﬁnition of institutional
objectives and key performance
indicators

5

RWTH

Deﬁnition of institutional
objectives and key performance
indicators

12

5

RWTH

Update Gender equality plans

32

Impact evaluation

5

RWTH

Report shared, discussed and
accessed by partners and SAB

48

Final process monitoring report

5

RWTH

Internal Report

48

Summative evaluation report

5

RWTH

Internal Report

48

Update Gender equality plans

Coming
to
screens

Implementing partners
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Communication, Distribution
January 2020 - December 2023
MISANU with UNIMORE, CSIC and the
other partners

Coming soon
Indicators
Deliverable/milestone

WP

Main author

Product

When

Local internal raising
awareness events

6

CSIC, all
implementing
partners

Brief reports on the
website

12, 24, 36

Local/national stakeholders
workshops

6

CSIC, all
implementing
partners

Brief reports on the
website

13, 25, 37

International Stakeholder
Workshop Reports

6

CSIC, all
implementing
partners

Brief reports on the
website

13, 25, 37

Handbook for Sustainable
GEPs

6

MISANU

Handbook available on
LeTSGEPs website

48

Final conference

6

UNIMORE

48

Facing the
Pandemics

Sharing Ideas during
Pandemics
Intensification of
online meetings

Looking for the
platform
maximizing the
possibilities of
interaction

TIMELINE

Autums
2018

April
2019

H2020 SwafS 2019-1 CSA
Partners on board and
proposal submission

January
2020

Preparation of
the activities

June 2020

Working groups
State of the art
GB Methodology

December
2020

Context and
Gender Auditing

June 2021

to be continued ...

Training

CONTACT US
www.letsgeps.eu

@letsgeps
Link up with us on Twitter

Thank

you!
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