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It is a privilege to be able to choose not to engage in a conversation about 
equality, diversity and inclusion (EDI) because largely the system works for you.  

For the majority, this is not an option, it is their everyday lived experience.

We need more men to engage in a conversation about our culture, our 
structures and processes, the invisible curriculum, and what real belonging 

looks like for all.

#Talkingaboutmen
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Presentation Notes
International Men’s Day (IMD) is celebrated on 19 November every year and is marked in around 80 countries worldwide.Some people ask why we need an International Men’s Day? IMD is a great opportunity to take part in a global conversation about masculinity and men’s issues by:IMD is about:Valuing male role modelsImproving male healthTackling discrimination and disadvantageFostering positive gender relationsMaking the world a safer place for everyoneDespite the overwhelming evidence that men and boys face a range of issues related to their physical, mental and social health and welling, many people still persist in promoting a range rigid gender stereotypes and clichés like:“Man Up”“Boys don’t cry”“Men and boys don’t need help” Which can feed into a pattern of not admitting when things are wrong……From an equality point of view, it can be very hard to point fingers at a system that you have successfully come through.  ButFor a lot of us it is a privilege to be able to choose not to engage in a conversation about equality, diversity and inclusion (EDI) because largely the system works for us.  For the majority, this is not an option, it is their everyday lived experience.We need more men across the world to engage in a conversation about our culture (patriarchal), our structures and processes, the invisible curriculum (which also disadvantages many men), and what real belonging and an inclusive culture looks like for all of us.#Talkingaboutmen



United Nations Sustainable Development Goals 
(Agenda for 2030)
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Sustainable Development goalsThe UN 17 SDGs aim to achieve a better and a more sustainable future for all by 2030. The goals address global changes including poverty, inequality, climate, environmental degradation, prosperity, and peace and justice. THE University Impact Rankings cover how an institution embodies the SDGs in their internal practices, policies and procedures, “outreach” in society, and also their research activities.SDG 10 – Reduced Inequalities Maynooth University (MU) has been ranked as Ireland’s leading university and in the top 5% of universities globally (at number 32 out of 669 institutions) for its research on social inequalities, policies on discrimination and commitment to recruiting staff and students from under-represented groups (SDG 10 Reduced Inequalities). SDG5 - Gender Equality MU is ranked 60th out of 776 Institutions (overall score of 67.7%), 2nd in Ireland. Recognising MU’s commitment to progressing gender equality and our research on the study of gender equality, policies on gender equality and commitment to recruiting and promoting women.	SDG4 – Quality Education MU is joint first in Ireland for Quality Education (SDG 4) and ranked #101-200 globally for our contribution to early years and lifelong learning, pedagogy research and our commitment to inclusive education.  
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Macro - The national level includes the legislative and policy context. However, it is increasingly shaped by international global processesMeso – The organizational level the structure and culture of HEIs (this could also include internal committees, Academic Council & University Executive)Micro - The situational (micro) level, the attitudes of men and women typically reflect those of the wider society and the HEIYou could also refer to these as: - taken-for-granted beliefs/assumptions and widely shared understandings held by people (i.e., the cognitive pillar, schema & scripts), - the endorsement of social groups, social interactions, identities and social rewards (i.e., the normative pillar, social identity & interactions) - The rules/regulations, risk structures and resource allocations, material inducements or sanctions (i.e., the regulative pillar, sanctions), So, where there is resistance to change, you need to focus on changing actors’ understandings, social groups and dependence on certain rules and resources.  Education Sector and Inside School Organizations (Scott, 2013)That is, take a multi-level approach.



Irish Higher Education Institutions

• 21 HEA-funded higher education institutions (HEIs):
• 10 Universities (incl. 3 Technological 

Universities (TUs);
• 7 Institutes of Technology (IoTs) some in the 

process of merging into TUs;
• 4 Specialist Colleges (e.g education, art & 

design).

• A number of (partly) publicly-funded small colleges 
and private third-level institutions (e.g. Royal 
College of Surgeons in Ireland)

Population 2021: 4.9m



National Policy Context for EDI 
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In Ireland Public Bodies’ have a Statutory Duty to Eliminate Discrimination, Promote Equality, and Protect Human Rights of Staff and Service UsersAll public bodies in Ireland have responsibility to promote equality, prevent discrimination and protect the human rights of their employees, customers, service users and everyone affected by their policies and plans. This is a legal obligation, called the Public Sector Equality and Human Rights Duty, and it originated in Section 42 of the Irish Human Rights and Equality Act 2014.We have had Ministers very engaged with EDI work and who have adopted a strategic national approach to the following areas:  Gender Equality - We have two national reports (2016 & 2018) that under pin out work. With specific recommendations for addressing gender inequality in T&L (visible role models, curriculum etc).  Gender Based Violence – Consent FrameworkRace Equality – the HEA conducted a National Race Equality survey and published the results in Oct 2021Healthy Campus Charter and Framework – Health and Wellbeing is a key focus for higher educationNational student mental health and suicide prevention framework

https://hea.ie/assets/uploads/2017/06/HEA-National-Review-of-Gender-Equality-in-Irish-Higher-Education-Institutions.pdf
https://hea.ie/assets/uploads/2018/11/Gender-Equality-Taskforce-Action-Plan-2018-2020.pdf


Challenges for HEIs
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Maynooth University South Campus



Diversity is linked to increased creativity and innovation.  
Therefore, diversity is intrinsic to the spirit of a university, where we deliberately come together, with 

our different backgrounds, perspectives and hopes, in a learning/research community. 
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“It is one of our major follies that, whatever we may say, we don’t really regard 
women as suitable for scientific careers. We thus neatly divide our pool of potential 
talent by two”

C. P. Snow, The Two Cultures



Myth: Ambition – we need to fix the women
“Blame is attached to women’s lack of career planning, low self-esteem, lack of 
career ambition, poor political skills, poor ability to market themselves and lifestyle 
choices”
Source: Pat O’Connor(2014) Management and Gender in Higher Education

Research: Fix the environment
Women are as ambitious as men to reach the top within their organisations, but 
women are significantly less confident than men that they would succeed.  Note: 
Confidence was defined “as a perception of one’s chances of success in the current 
environment, rather than confidence in one’s own qualifications” 
Source: McKinsey & Company, 2017

Confidence in the system
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Presentation Notes
Myth:  women don’t reach the top of the career ladder because of low ambition, lack of career planning, or low self-esteemResearch: women are as ambitious as men but have significantly less confidence in their chance of success in the current environment – not a lack of confidence in themselves.You may have heard that women put themselves forward when they meet 90-100% of the criteria but men when they meet c.60%, but did you know that when assessed, both women and men will assess the women on what she has done, but the man on his potential.  And so, the cycle continues!Therefore, it is critical that HEIs are transparent and visible in the actions they take to address gender inequality, so that women are encouraged to have confidence in the system to treat them fairly and therefore remain in the system.Good example of this is SFI’s statement about applying for research funding and particularly encouraging women to ask for higher amounts than they’ve observed historically.  This explicit statement reversed the gender gap in subsequent calls.In order to create gender equality for women in societal and institutional structures (including HEIs) which had historically been created by men for men, it is necessary to transform the structure and culture of those institutions: to re-imagine gender relations and the taken-for-granted ways of behaving, allocating and valuing tasks, power and other resources.



What’s really going on?
Judging excellence: e.g. bibliometrics: are they gender-neutral?

• Wenneras and Wold landmark NATURE study ‘Women really do have to be at least 
twice as good as men to succeed’

• Favour sciences in which women are traditionally under-represented: discipline not 
gender

• Numbers of papers published is a time-bound metric that disadvantages anyone who 
has taken time out from an academic career

• As first authors, women receive fewer citations than men
• Women tend to publish more multi-author papers
• Men get greater credit for multi-author publications than women

Other metrics used are also gendered: grant €; amount of space/resource; workload 
allocation – share of T&L, service roles 

Moss-Racusin et al. (2012) Proceedings of the National Academy of Sciences: Double-
blind experiment only changing the name on CV showed gender bias in hiring

Presenter
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Wenneras and Wold (1997) looked at the peer review of the Swedish Medical Research Council and found out of 114 applications 46% were women but only 20% were successful.  Further analysis of the criteria (scientific competence, the proposed methodology, and relevance of the research) showed that women scored lower than average on all of these.  But when they used quantifiable measures of competence (numbers of papers published as first author and overall, impact factor, citations).  Women with the same impact and productivity as men were consistently given much lower competence scores.  When they analysed how much the applicant’s competence score was affected by 9 variables including sex and knowing the reviewers, they found that to get the same score as a man a women either had to know the reviewer or publish 3 times as many papers in Nature or Science or 20 more papers in good specialist journals.C. A. Moss-Racusin et al. (2012). Science faculty’s subtle gender biases favor male students. Proceedings of the National Academy of Sciences 109 (41) 16474–79; In a double-blind experiment where only the name on the CV was changed, science faculty from research-intensive universities ‘rated male applicants as significantly more competent than the (identical) female applicant. These participants also selected a higher starting salary and offered more career mentoring to the male applicant’. The research concluded that ‘interventions addressing faculty gender bias might advance the goal of increasing the participation of women in science’. 	



Fast thinking vs Slow thinking

Unconscious Brain Conscious Brain
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Fast thinking vs slow thinkingThese two processes occur simultaneously and independently, but…..sometimes our brains can fill in the gaps of our perception before we’ve even had time to realise that it has done so.  So the patterns/stories we’ve grown up with, about the people and environment that we live in, can greatly influence our perception and interpretation of the world, before we’ve consciously registered that this is what has happened.



Ingroups and outgroups

• With seconds of meeting someone we 
decide whether someone is ‘like us’ 
and we sort them into our ingroup or 
outgroup 

• We see our ingroup as more likeable, 
competent and trustworthy

• The outgroup is seen as less competent 
which can lead to microinequities

• Microinequities are ways in which 
individuals are either singled out, 
overlooked, ignored, or otherwise 
discounted based on an unchangeable 
characteristic
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Brain instantly groups us into ‘ingroups’ and ‘outgroups’, we tend to gravitate towards people who are like us.



Assault

Harassment

Overt Discrimination

• Ignored, or contribution ignored, at meetings
• Talked over at meetings
• Gendered descriptors e.g. bossy vs assertive 
• Being underestimated
• Competence questioned, work over monitored
• Mistaken for custodian/cleaner
• Inappropriate questions e.g. ‘where are you really from?’
• Family/Leave stigma 

• Not getting credit for their discoveries
• Not getting same office/lab space/human resource
• Not offered same career development mentoring/sponsorship
• Not getting the same starting salary = gender pay-gap
• Not being encouraged to go for research funding, promotion
• Not being asked to sit on internal and external committees
• Not being asked to be a speaker, visible role model in public
• Expectation of service/pastoral care (undervalued work)

All the little 
moments 
that make 
someone feel 
like they 
don’t belong

Making the invisible visible

Cultural

Structural
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Culture: each of us helps to create this by what we say and don't say, what we tolerate and don't tolerate.



AMY KATRIONA JIALIMEY

“GENIUS/TALENT IS EVENLY DISTRIBUTED BY CLASS, RACE & GENDER
…OPPORTUNITY AND ACCESS ARE NOT”

Middle-class family, mother was a scientist and father a 
teacher. 

“We were told when we were tiny that we would go to 
university…it was a given”

Under class- criminality and addicted parents, no 
one in family finished school let alone went onto 
university

“If you read books you were considered weird in 
my community”

Migrated to Ireland due to extreme poverty, 
attended DEIS school and experiences financial 
struggle and ethnic minority.

“I have no internet, or laptop at home - I am 
expected to work in the family business every 

day after school”
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In Ireland, we often like to think there is no class system, however our lived experience is greatly influenced by our perceived social or economic status and this has massive impacts on not only how the world sees us, but how we see ourselves.To illustrate this in practice, I'd like to introduce you to three of our successful women forging careers in science in Ireland, Amy, Katriona and Jialimey (Jelly-May). Amy: graduate of MU, working as a manager in a worldwide consultancy firm. as a middle class girl Amy had the cultural, social and human capital in her life to ‘chose’ a career she valued- even though she faces challenge as an under female in science, she had the capital to get there and the knowledge to succeed in the challenging environment.Katriona: is an Assistant Professor in University.  She was very bright and had potential but did not have the cultural or social capital to stay in education. The intervention to support her to being a success in science has been very different to Amy- she required access to role models like her to motivate her, and social supports for her and her son, she required financial supports to participate in higher education. She was able to go to university through an alternative entry route (as a mature student) which are on offer in Ireland- without this she would not have been able to progress into her career. She is the first to say that she did not fit in STEM or university because of her class and required extra supports to navigate the 'known norms' that other students take for granted (e.g. not to swear or interrupt people).  Now she conducts cutting edge research funded by SFI, Microsoft Ireland and Accenture!Jialimey (Jelly-May): is a STEM student in University in Ireland.  Her family migrated to Ireland due to extreme poverty, and she grew up in poverty with a family that valued education and a had a strong work ethic (cultural capital), but did not have the support to understand the Irish education system, or the finances to ensure Jialimey could do well in school. She went to a very poor school, where science was not on offer, and where it was unlikely she would get the points to go to university. She also had a family pressuring her to work to provide for them. Her intervention differed from both Amy and Katriona- she has required financial supports alongside pathways to STEM that suit her need to provide for her family. She also needed to see women like her, role model, to show her it is possible to become her dreams (social capital). And on top of this she also had to deal with the race/ethnicity bias elements in her lived experience trying to navigate higher education. These three stories show how class, ethnicity and gender intersect to create different needs for women who may want to pursue the alternative route, 



“we are not all the same” Theoretical Framework

Helps us to question what we think we know and take for granted e.g., Office Hours, Hidden Curriculum, Privileged Poor vs 
Doubly Disadvantaged (Tony Jack, Harvard)

Dr Katriona O’Sullivan, STEM Principal Investigator, 
STEM-Passport for Inclusion (STEMP.inc)
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The intersectionality of gender and other EDI elements means that we can’t treat each characteristic in isolation. Our work in EDI needs to focus on the individual lived experience, everyone one of us is different and may need different supports at different points of our journey.  Questioning what we think we know and take for granted will help to consider what works for everyone.  Aim is to have a HEI for all, where every staff member and student can be successful in their work and study.Tony Jack, Harvard - https://www.hup.harvard.edu/catalog.php?isbn=9780674976894



Maynooth University 

• In April 2018, Maynooth University was awarded an 
Athena SWAN Bronze Institution Award. 

• Maynooth University was the first institution in Ireland to 
apply for and achieve the Athena SWAN Bronze award 
under the expanded version of the Athena SWAN 
Charter that includes Arts, Humanities and Social 
Sciences disciplines as well as Science, Technology, 
Engineering, Mathematics and Medicine. 

• The cornerstone of Maynooth University’s Athena SWAN 
work is its comprehensive Gender Action Plan for 2018-
2021, which is underpinned by the University’s Equality 
and Diversity Policy and the Gender Identity and 
Expression Policy. 
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Intersectionality is included in our Gender Equality Framework, we use the Athena SWAN Irish Framework.The work on gender equality forms one part of our EDI agenda, which also encompasses Consent and Gender Based Violence, Disability, Wellbeing & Mental Health, Race Equality, and our Excellence in Exile Pillar as MU is a recognised University of Sanctuary (students in direct provision), and we are very active Scholars at Risk members (staff fleeing their home country) host the European office.  Relevant EDI days recognised in EDI calendar to help staff and students to be more aware of how they can get involved. 

https://eur02.safelinks.protection.outlook.com/?url=https%3A%2F%2Fwww.maynoothuniversity.ie%2Fedi%2Fedi-calendar&data=04%7C01%7CGemma.Irvine%40mu.ie%7C6547703263fb4f00eaf408d96d69442f%7C1454f5ccbb354685bbd98621fd8055c9%7C1%7C0%7C637661121140989938%7CUnknown%7CTWFpbGZsb3d8eyJWIjoiMC4wLjAwMDAiLCJQIjoiV2luMzIiLCJBTiI6Ik1haWwiLCJXVCI6Mn0%3D%7C1000&sdata=HMexplJ1JeUbbn69h3IOBLGT8p2%2Bk%2FZCOw6Nxtu75i0%3D&reserved=0


Challenges at National Level



• HEA Centre of Excellence for Equality, Diversity 
& Inclusion (EDI)

• Annual review of HEI progress (data requests)
• Publication of results
• Regular meetings of the national committee of HEI 

Vice-Presidents/Directors for EDI
• Targeted funding (GEEF) and initiatives (SALI)

• Strategic Dialogue process – HEA meetings with 
HEIs to agree annual performance compacts, 
linked to Core Grant Funding.

• Note that remit of EDI has since expanded to 
include: Intersectionality, Consent Framework & 
Race Equality  
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The remit expansion has meant that now our national multi-level approach to gender equality can be used as a template for our work in other EDI areas.For example, in 2015 when we started working on Gender Equality, a lot of people felt uncomfortable talking about this, they felt they didn’t have the right language and were worried about causing offensive so stayed silent rather than engaging in the conversation.  Whereas, in relation to race/ethnicity, we’re right back where we were in 2015, people feel they don’t have the language, they are worried about causing offense and so stay silent rather than engage in the conversation. We’re just starting to work on definitions in an Irish context (e.g. we have the Mincéirs (Irish Travellers), our ethnic minority where discrimination is often based on culture rather than colour) and the HEA is starting to collect data on ethnicity from HEIs.  	



^HEA Key-Facts-Figures-Higher-Education-Data-by-Gender.pdf 
*HEA Key-Facts-Figures-Higher-Education-Data-by-Gender-2021.pdf

Increased number 
of Universities 

are meeting the 
minimum 40% 
requirement of 
each gender on 

their key decision 
making bodies

Irish Higher Education Governance – 2015^ v 2020*
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In 2020 UL appointed the first female President in a University, followed by Muster TU, and in 2021 by MU and TCD (1st female Provost in 429 years)!
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Data is very important, it’s hard to argue with the evidence.The first diagram shows the significant drop-off of female academic staff by gradeThe second diagram shows that for Professional, Management and Support Staff however, there is a majority female cohort at most salary bands, except at the highest career point where the situation reverses.  There is no pipeline issue here so there is something else going on in relation to appointment into the highest paid posts.



Getting change can be slow…….
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Only 1-2% change per year



Future scenarios…….

If we add in new & 
additional posts: 
could halve time to 
reach goal

If we do nothing: in 
20 years we still 
won’t have reached 
min 40% female 
Professors
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This shows how rigid the current system is in relation to structural change, for example if in any given year there are c.500 Professor posts in the system but only c.50 of these are available, the amount of change that can happen is limited.  Even if women were successful in securing all of the available posts, the change in the overall gender balance at the Professor level would be small.In order to enable the system to change more rapidly we need to increase its capacity, adding in new and additional posts in areas where there is a significant under representation of women will accelerate change and provide the additional leadership level capacity that the HEIs need to meet increasing student demands.  Adding new & additional targeted posts means that men in the system are not at a disadvantage, they still have all the same opportunities that they had before the posts were added.  	



Health Research Board: Gender Policy
https://www.hrb.ie/fileadmin/user_upload/HRB_Gender_Policy_Nov_2019.pdf

Irish Research Council: Gender Action Plan 2013 - 2020
http://research.ie/assets/uploads/2013/01/irish_research_council_gender_action_plan_2013_-2020.pdf

Science Foundation Ireland: Gender Strategy 2016 - 2020
https://www.sfi.ie/research-news/publications/SFI-Gender-Strategy-2016-2020.pdf

Research Funding Agencies - Gender Action Plans
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Presentation Notes
The funding agencies are committed to mainstreaming gender equality in the access to research funding, within decision-making processes; and into the design and analysis of funded-research. The Irish Research Council was the first research funding agency in Ireland to publish a gender strategy. Among the actions already implemented are the following:  ‘Gender-blinding’ of applications for evaluation so as to mitigate any gender bias in the assessment of excellence, whether conscious or unconscious (The most striking changes could be seen in the results of STEM postdoctoral programmes, where the percentage of awards given to women increased significantly. When the assessment was not anonymised in 2013, women represented only 35% of awardees in comparison to 43% of applicants. After the applications were anonymised, the number of women receiving awards rose to 44% in 2014 and to 57% in 2017.).  Minimum gender balance in Council international assessment panels (the members of which assess applications for Council awards). In addition, the Council was the first research funding agency in Ireland to integrate requirements on the sex/gender dimension into applications to its funding programmes. Since 2014, applicants for awards under the Council’s core programmes have been required to indicate if there is a sex/gender dimension to the research being proposed and how such dimensions will be appropriately addressed in the conduct of the research. Applicants who submit that there is no sex/gender dimension are required to explain why not.Now….All Irish Research Funding Agencies:- Publish data on their applications and awards disaggregated by gender- Require preparation of a sex/gender in research statement for funding applications- Have linked funding eligibility to Athena Swan accreditation by set datesLink between Athena Swan accreditation and funding eligibility for Host Institutions that are also Higher Education Institutions. Other info:SFI Gender Redressing Initiatives:  Overall, SFI has seen an increase in female award holders from 21% in 2015, to 26% in 2017. In 2015, a gender initiative was introduced into SFI’s Starting Investigator Research Grant Programme, which led to a 22 percentage point increase in female award holders compared to the 2013 call, when no gender initiative was in place.Rochelle Fritch, Allison McIntosh, Nicola Stokes & Marion Boland (2019) Practitioners’ perspectives: a funder’s experience of addressing gender balance in its portfolio of awards, Interdisciplinary Science Reviews, 44:2, 192-203, DOI: 10.1080/03080188.2019.1603882SFI Research Professorship Programmeintroduced an initiative whereby one of the next two successful Expressions of Interest (i.e., approved by SFI) from each institution must be from a female candidate.  This EOI application must be followed up with the submission of a Full ProposalSFI Research CentresSFI appreciates that there is gender imbalance within some SFI Research Centres, particularly in leadership roleIn order to improve the gender balance across research centres, applicants to the SFI Centres for Research Training and the SFI Research Centres (2013) Phase 2 programmes are required to develop a Gender Action PlanThis plan requires that targets are set, at all levels of the team for each year of the award, in order to achieve gender balance. The plan will be assessed as part of the review process, during progress reviews and progress will be monitored by on an SFI annual basis. 



Myth: ‘There’s nothing to do with gender in my research’

Research: Gendered Innovations http://genderedinnovations.stanford.edu/
• Doing research wrong costs lives and money. 
• Gender bias also leads to missed market opportunities. 

Gender Dimension in Research Content

Pregnant Crash 
Test Dummies

We can't afford to get the research wrong

Housing and 
Neighborhood 

Design

Osteoporosis 
Research in Men

Gendering Social 
Robots

Quality Urban 
Spaces
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Doing research wrong costs lives and money. For example, between 1997 and 2000, 10 drugs were withdrawn from the U.S. market because of life-threatening health effects. Eight of these posed "greater health risks for women than for men" (U.S. GAO, 2001). Not only does developing a drug in the current market cost billions—but when drugs failed, they caused human suffering and death. In engineering, for example, considering short people (many women, but also many men) “out-of-position” drivers leads to greater injury in automobile accidents (see Pregnant Crash Test Dummies). In medicine, not recognizing osteoporosis as a male disease delays diagnosis and treatment in men (see Osteoporosis Research in Men). Gender bias also leads to missed market opportunities. The quality of urban spaces in everyday life is important for many, particularly children, caregivers and elderly people, who often spend more time in them.  Gender impact assessments allow city planners to understand who benefits from urban design and who is left out (see Quality Urban Spaces).Integrating gender analysis into architectural design and urban planning processes can ensure that buildings and cities serve everyone well, women and men of different ages, with different family configurations, employment patterns, socioeconomic status and burden of caregiving (see Housing and Neighborhood Design). Gendering Social Robots: Analyzing Gender: Humans tend to treat robots like humans, projecting human characteristics, such as personality and intentionality, onto machines. Humans also project gender onto robots, including expectations about how “male” and “female” entities should act. 

http://genderedinnovations.stanford.edu/
http://genderedinnovations.stanford.edu/case-studies/crash.html
http://genderedinnovations.stanford.edu/case-studies/urban.html
http://genderedinnovations.stanford.edu/case-studies/osteoporosis.html
http://genderedinnovations.stanford.edu/case-studies/spaces.html


Challenges for Ireland and Europe



https://ec.europa.eu/info/sites/default/files/research_and_innovation/strategy_on_research_and_innovation/documents/ec_rtd_gender-
equality-factsheet.pdf
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https://ec.europa.eu/info/sites/default/files/research_and_innovation/strategy_on_research_and_innovation/documents/ec_rtd_gender-
equality-factsheet.pdf
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Adoption of Gender Equality Plans (GEPs) by 
Member States (MS) and Associated Countries (AC)

• The Standing Working Group on Gender in Research and Innovation (ERAC SWG GRI) 
assessed the adoption of GEPs by 23 MS and 6 AC to identify the needs at national 
level in 2020/21.

• Ireland has adopted ‘multi-level state interventions’1. 
• Ireland has been identified as a ‘strong innovator’ with an ‘institutional change 

approach’.  

1Connor, P.; Irvine, G. Multi-Level State Interventions and Gender Equality in Higher Education Institutions: The Irish Case. Adm. 
Sci. 2020, 10, 98. https://doi.org/10.3390/admsci10040098

“Particularly noteworthy is the case of Ireland which could be considered a role model regarding GEPs in 
the R&I field but does not require GEPs in any other of the sectors considered. Thus, the R&I institutions 

may become role models for implementing GEP requirements in other institutions and sectors.”



Gender Equality Plans (GEPs): Definitions

In Horizon Europe, the General Annexes stipulate the following minimum process-related
requirements that a Gender Equality Plan2 must meet:

• publication: a formal document published on the institution’s website and signed by the top 
management; 

• dedicated resources: commitment of resources and expertise in gender equality to 
implement the plan; 

• data collection and monitoring: sex/gender disaggregated data on personnel (and students, 
for the establishments concerned) and annual reporting based on indicators; 

• training: awareness raising/training on gender equality and bias awareness for staff and 
decision-makers. 

2A strategic plan or an inclusion strategy that will fulfil all mandatory requirements of a GEP will be considered as equivalent.



Gender Equality Plans (GEPs): Concrete measures & targets

In terms of content of a Gender Equality Plan, the General Annexes list the following areas for which 
concrete measures and targets must be defined:
• work-life balance and organisational culture; 
• gender balance in leadership and decision-making; 
• gender equality in recruitment and career progression; 
• integration of the gender dimension into research and teaching content; 
• measures against gender-based violence, including sexual harassment. 

Furthermore, the Communication from the Commission “A Reinforced European Research Area 
Partnership for Excellence and Growth” (COM(2012) 392 final) contains the following definition : 
“Implement institutional change relating to HR management, funding, decision-making and research 
programmes through Gender Equality Plans which aim to:
• Conduct impact assessment / audits of procedures and practices to identify gender bias
• Implement innovative strategies to correct any bias
• Set targets and monitor progress via indicators”.



According to the survey, there are 6
countries that require the adoption of
GEPs in all sectors considered in the
survey, i.e. public and private HEIs, RFOs,
public sector and private companies (DE,
DK, FI, and SE among MS and IS, NO
among AC) while 13 countries have a
GEP requirement specifically for higher
education institutions at national or
regional level (among MS these are AT,
DE, DK, ES, FI, FR, IE, PT, SE, and IL, IS,
NO, CH among AC).



Developing a Gender Equality Plan (GEP)

• EIGE GEAR Tool - set up by EC to provide support to Research Performing
Organisations (RPOs) developing a GEP defines the following four steps of GEP design,
implementation and evaluation: State-of-play; Drafting; Implementing; Monitoring &
Evaluating. The step-by-step GEAR tool developed by EIGE is available at
https://eige.europa.eu/gender-mainstreaming/toolkits/gear/what-gender-equality-
plan-gep

• Athena SWAN – Run by AdvanceHE. Provide a template for applications and run a
peer review process to ensure a thorough critical self-assessment has been conducted
and a SMART GEP has been developed. Bronze, Silver and Gold levels.
- Preparation for Athena SWAN submission takes minimum 1 year
- Assessment of each application takes 3-4 hours by each Panellist

https://eige.europa.eu/gender-mainstreaming/toolkits/gear/what-gender-equality-plan-gep


EDI is everyone’s responsibility

• A collaborative approach is needed so that everyone can be empowered to engage, 
embrace diversity, and adopt equal and inclusive practices… 

it can’t be left only to the people experiencing EDI issues – it is everyone’s 
responsibility

• Recognising one’s biases, unfortunately, does not make them go away…

equality and inclusion should therefore be considered practices, not end goals

Where are you at on your EDI journey?

Presenter
Presentation Notes
A key catalyst for momentum in addressing gender inequality in Ireland was the engagement of men in advocating for equality.  This changed it from a ‘women’s issue’ to a ‘society issue’.Bystander intervention needs to be encouraged so that we are all held to account for encouraging a culture where everyone is treated with dignity and respect.  It’s much easier to see things in other people than it is to see it in yourself and ideally, we’d have an environment where everyone is happy to have people query them on EDI points, and people feel confident that they can do this in a constructive and supportive way.  



Office of the Vice-President for Equality and Diversity
Maynooth University, Ireland

Thank you!

Sam Blanckensee (They/Them or He/Him)
Equality Officer,
Maynooth University, Ireland
Sam.Blanckensee@mu.ie
equality@mu.ie

https://www.instagram.com/maynoothuni_edi/

https://www.facebook.com/Office-of-the-Vice-President-
for-Equality-and-Diversity-Maynooth-104224204714635

https://twitter.com/EqualityMU
@EqualityMU

https://www.maynoothuniversity.ie/edi

Dr. Gemma Irvine (She/Her)
Vice-President for Equality & Diversity,
Maynooth University, Ireland
Gemma.Irvine@mu.ie
vicepresident.equality@mu.ie

Dr. Jennie Rothwell (She/Her)
Equality Project Officer
Maynooth University, Ireland
Jennie.Rothwell@mu.ie
athenaswan@mu.ie

https://www.maynoothuniversity.ie/athena-swan

https://twitter.com/MU_AthenaSwan 
@MU_AthenaSwan
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